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The overall aim of this research is to explore the perceptions of career guidance counsellors, 
employers and business supervisors who work with individuals affected by intellectual 
disabilities (ID’s) who are looking to transition into employment, within a supported 
employment programme.  
The literature review of this study focuses on literature concerning the areas of disability, em-
ployment, education and guidance whilst also examining the current barriers to employment of 
with people with ID’s.  
An interpretivist qualitative methodology was used to explore the perceptions of two guidance 
counsellors, two employers and two business supervisors. A semi-structured approach allowed 
for flexibility and depth within this research, which generated important insights into this 
under-researched topic.  
The findings of this research indicate that there is a need for increased resources and developed 
structures within the supported employment sector. There also seems to be poor levels of 
awareness and knowledge about supported employment programmes and other supporting 
structures. Furthermore, policies and legislation may also be needed in order to enhance 
opportunities into employment for individuals affected by an intellectual disability (ID). 
Finally, with the objective to improve opportunities for people with ID or disabilities in general, 
to transition from education or unemployment into employment, a number of policy, practice 
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Chapter 1: Introduction 
 
1.0 Introduction 
This chapter presents the context and justification for this study. The aims and objectives of 
the study are outlined, followed by the researcher’s positionality. Finally, the outline of the 
thesis is presented.  
 
1.1 Context and Justification for Research Study  
Having a job and working is a central part of most adults' lives and is connected to our sense 
of self and self-worth (Super 1994). The importance of employment has been recognised inter-
nationally for some time, as the United Nations Declaration of Human Rights (1948) states that 
“Everyone has the right to work, to free choice of employment, to just and favourable condi-
tions of works and to protection against unemployment" (Article 23).  
However, people affected with an intellectual disability (ID) are far less likely to have a job 
than other people of working age and the participation gap is largest for people whose disability 
is most restrictive (Gannon and Nolan 2004). Statistics from the period 2011 to 2016 in Ireland 
indicate that the unemployment rate amongst persons with a disability was 26.3%, over twice 
the 12.9% rate for the population as a whole (CSO 2016). In this same period, the number of 
individuals recorded specifically with an intellectual disability in that period was 49,352, of 
whom 6,052 were in employment and 8,118 were studying (CSO 2016).  
An intellectual disability (ID) involves a greater than average difficulty in learning (NALA 
2018). In Ireland, a person is considered to have an ID when such factors as; general intellectual 
functioning is significantly below average, significant deficits exist in adaptive skills, and if 
the condition is present from childhood (eighteen years or less) (Inclusion Ireland 2018). Intel-
lectual disabilities can arise from conditions such as epilepsy, autism, diabetes and acquired 
brain injuries (Fombonne, 2003; Gillberg & Coleman, 2000). 
There is no definitive list of the restrictions that constitute a disability as each type of disability 
can affect each individual differently and can be quite complex (NDA 2019). A disability that 
is part of a person’s day-to-day life is not necessarily visible to others, but can have a major 




With the aim of supporting people with disabilities to gain employment, the Supported Em-
ployment sector was set up in 1994 in Ireland (NDA 2009). The sector provides a system de-
signed to support people with disabilities, and other marginalised groups, who want to be part 
of the workforce, to find and keep a job. (NDA 2009). At the same time, Supported Employ-
ment helps employers to fill vacancies and build diversity in their workforce. The professionals 
involved in supporting an individual with an ID in a Supported Employment programme are 
primarily job coaches, employers/business owners and business supervisors (Welfare 2008). 
Although the role of the job coach is very similar to that of a guidance counsellor, there is no 
requirement for job coaches to be qualified or trained guidance counsellors (IGC 2017). The 
core responsibility of a job coach is to ensure the delivery of all of the work related supports 
and other supports, such as liaising with family, social services, advocating on behalf of clients 
with employers and clients and mediating career development in order to enable their clients 
secure and maintain employment. (Welfare 2008) 
Exploring the experiences of career guidance counsellors/job coaches, employers and business 
supervisors in the Supported Employment sector can help develop a better level of understand-
ing of how individuals with intellectual disabilities can be best supported to access employ-
ment. Thus, the rationale behind this study is to contribute toward an increased understanding 
of the practices, barriers and enablers in this area, which in turn could have positive implica-
tions for the career progression of individuals with intellectual disabilities.  
 
1.2 Aims and Objectives of the Research Study 
The aim of this research project is to explore the perceptions and experiences of career guid-
ance counsellors, employers and business supervisors who work with individuals affected by 
intellectual disabilities in the Supported Employment Sector. This research project can pro-
vide important insights into how individuals with intellectual disabilities can be supported to 







1.3 Position of the Researcher 
The researchers’ personal interest in researching the area of employment of people with disa-
bilities arose whilst working as an Employment Roles Facilitator within a community based 
organisation which provide a variety of services and supports to people with intellectual disa-
bilities. The researcher developed an interest in conducting research in this area after witness-
ing the struggles of various clients with an ID trying to gain employment.   
From a preliminary review of the literature, it appeared to be an under-researched area, partic-
ularly within the context of the perceptions and experiences of employers, business supervisors 
and career guidance counsellors within the Supported Employment sector. There also appeared 
to be a knowledge gap in relation to the role of guidance counselling in the Supported Employ-
ment sector, both in Ireland and Internationally. This research will provide important insights 
contributing towards an expanded knowledge base in this area. 
 
1.4 Research Methodology 
The design of this research involves an interpretivist paradigm and a qualitative research meth-
odology in order to gain an understanding of the participants’ views of the topic being studied 
(Creswell, 2003). The method of data collection which the researcher used is semi-structured 
face-to-face interviews, allowing the researcher to have flexibility and the ability to ask follow 
up questions whilst still continuing to address a set number of issues (Thomas 2009).  As this 
is an under-researched topic, it requires rich data with thick contextual descriptions from the 
perspectives of the employers, business supervisors and career guidance counsellors involved 
(Cohen and Mallon 2001).  
 
1.5 Outline of the Thesis 
This section presents a brief overview of the six chapters in this thesis. The structure of the 
research project is as follows: 




Chapter 2 Literature Review: Provides a critical review of the literature related to intellectual 
disabilities and employment under three thematic areas; legislative developments of intellec-
tual disabilities and career guidance policies as-well as an outline of the Supported Employ-
ment services.  
Chapter 3 Methodology: Presents the underpinning methods and methodology of this study 
which were used to gather data and discuss how that data is analysed. The research questions 
re also presented in this chapter and critically explored.  
Chapter 4 Data Analysis: Describes the methods for data analysis and discusses the results 
and analysis of the findings.  
Chapter 5 Discussion: Provides a critical synthesis and interpretation of overall findings. 
Chapter 6 Conclusion: Concludes the research project by providing an overview of the find-
ings within the context of the aims and objectives. The chapter also discusses the strengths and 
limitations of the study as well as offering a number of recommendations for future practise. 
 
1.6 Conclusion 
This chapter has provided an overview of the topic which included the justification of this 
study, aims and objectives of the study and the positionality of the researcher. The following 






Chapter Two    Literature Review 
 
2.0           Introduction 
This study examines perceptions and experiences of career guidance counsellors, employers 
and business supervisors who work with individuals affected by intellectual disabilities (ID) 
who are looking to transition into employment, within a Supported Employment programme. 
This chapter presents the literature review pertaining to this study and topic. The literature 
concerning the areas of disability, employment and guidance is substantial. Although the liter-
ature is substantial in the area of disabilities, it was challenging, firstly, to identify literature 
concerning career guidance of students with ID transitioning into employment or education 
and, secondly, to gain an understanding of employers’ and business supervisors’ perspectives 
in the supported employment process.  
 
2.1   Literature Review Purpose and Procedures  
The purpose of this literature review is to critically review previous literature in three identified 
key areas, namely: ID, career guidance counselling and education and employment of individ-
uals with ID, in order to identify key debates and issues and to identify a knowledge gap. The 
identified knowledge gap lies in the middle, intersecting, section of Figure 1 below: 












This literature review process consisted of engaging with sources including Irish and Interna-
tional policies, reports, text books, web based articles, and research published in peer-reviewed 
academic journals.  
Online search engines were used to identify relevant peer-reviewed research articles and 
some of the keywords used during these searches include:  
‘Inclusion’, ‘intellectual disability’, ‘training, employment’, ‘People with disabilities’, ‘barri-
ers’, ‘adult guidance counselling’, ‘guidance counselling AND disability’, ‘disability AND ca-
reer’, ‘Intellectual disability AND further education’, ‘employment’, ‘career transitions’, ‘ca-
reer transitions AND disabilities’, ‘lifelong guidance’, ‘disability legislation’. 
The results from the online searches yielded high volumes of articles which were screened and 
evaluated for relevance and quality. Writing the literature review was a cyclical process and 
this chapter presents the themes and discourses which emerged most strongly in the literature:  
 The first section of this review examines definitions and legislative developments in 
relation to ID. 
 The second section explores career guidance counselling definitions and theories. 
 The third section of this review examines different aspects of education and career de-
velopment for individuals who are affected by an ID, and the history and current struc-
tures for Supported Employment in Ireland.   
 
 
2.2 Intellectual Disability - Definitions and Legislation 
This section of the study focuses on the definition of disabilities and ID as well as legislative 
developments both in Ireland and Internationally.   
 
2.2.1 Definition of Intellectual Disability 
This section first positions ID within the broader term ‘disability’ and then outlines how ID is 
defined within this particular study. There are numerous definitions of disabilities in the liter-




The WHO provides an international definition of ID stating that an ID means: 
ID means a significantly reduced ability to understand new or complex information and to learn 
and apply new skills (impaired intelligence). This results in a reduced ability to cope inde-
pendently (impaired social functioning), and begins before adulthood, with a lasting effect on 
development. 
                                                                                                                               (WHO 2011, p.1).  
Additionally, it is important to note that a disability does not only depend on a persons’ health 
condition or impairment, environmental factors have an impact on a persons’ full participation 
in society too (WHO 2011).  
 
In the Irish context, ‘disability’ has been defined in legislation as: 
in relation to a person, means a substantial restriction in the capacity of the person 
to carry on a profession, business or occupation in the State or to participate in social 
or cultural life in the State by reason of an enduring physical, sensory, mental health 
or intellectual impairment. 
(Disability Act 2005, Section 2 (1)) 
 
Presently, the term ‘intellectual disability’ is being used internationally more frequently which 
is appealing to research and also to the individuals who have an ID, as it is less offensive to 
terms that were used historically such as mental retardation or mental deficiency (Gerry et al. 
2002).  
 
In this study, ID is the specific area of disabilities that is of focus as research has identified 
this type of disability as being one of the most challenging disabilities for people to secure 
long-term employment (NDA 2005). Simply, an ID can be defined as a difficulty communi-
cating, learning, and retaining information (Newman et al. 2011). These difficulties can 
caused by a;  
condition of arrested or incomplete development of the mind which is especially char-
acterised by the impairment of skills manifested during the development period, which 
contributes to the overall level of intelligence i.e. cognitive language motor and social 
abilities 
(Health Service Executive 2009, p.6) 
 
Generally, a diagnosis for an ID is conducted over a period of time by a psychologist and other 
professionals (Speech and Language Therapist, parents or Occupational Therapists) at the stage 
of an individuals’ early developmental years (Enable Ireland 2019). A child under the age of 5 




Generally, if circumstances allow, depending on the age and complexity of disability, a psy-
chologist will conduct a variety of assessments and interviews with an individual to assess if 
they meet the criteria for an ID as measured by an IQ Test (Enable Ireland 2019). In Ireland, 
the most recent census figures from 2016 show that 66,611 persons, or 1.4% of the population, 
have an ID, which represents an increase of 15.4% in the last five years (CSO 2019).  
 
It is beyond the scope of this thesis to differentiate and/or compare the precise definitions of 
ID, but it is important to recognise that persons who experience mental health conditions or 
intellectual impairments appear to be more disadvantaged in many settings than those who 
experience physical or sensory impairments (Roulstone and Barnes 2005). This type of exclu-
sion can play a major impact on an individuals’ feelings towards their sense of purpose, their 
place in their communities or that they are not been given a chance to contribute to society by 
gaining employment or being accepted (WHO 2011). It is recognised in legislation that having 
a disability can substantially restrict an individual to carry on a profession, or to participate in 
social or cultural life either temporarily, long-term or intermittently and can be either pain-
ful/painless (Disability Act 2005). Although a disability for each person can range from mild 
to severe difficulties, a persons’ environment can also hinder the level of difficulty the disabil-
ity may face to the individual such as lack of transport facilities (NDA 2019). 
 
2.2.2 Disability Legislative Developments  
Internationally, the UN Convention on the Rights of Persons with Disabilities was approved in 
2005 (UN 2005). This agreement sets out to protect the rights and opportunities of the worlds 
one billion disabled population (UN 2018). The European Union has ratified the UN Conven-
tion on the Rights of Persons with Disabilities and Ireland ratified the Convention in 2018 (UN 
2018). States which ratify the UN Convention commit themselves to delivering civil and polit-
ical rights to people with disabilities and to progressive realisation of social and economic 
rights (IHREC 2017). 
 
Currently in Ireland, there are five key pieces of legislation which relate to the rights of people 
with disabilities in education and employment; the Disability Act 2005, Employment Equality 
Act 1998-2015, Equal Status Act 2000-2004, Special Needs Act 2004 and The Irish Human 
Rights and Equality Commission Act 2014 (AHEAD 2019). These policies were informed by 
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the National Disability Strategy which was launched by the Government in 2004 (Duggan and 
Byrne 2013). The Disability Act 2005 specifies that the Equality Act 2004, prohibits any dis-
crimination on nine key grounds, including disability (Government of Ireland 2004). This leg-
islation has now ensured that people with disabilities have a right of equal access to the same 
services, buildings and information as other citizens, triggered by the creation of the Commis-
sion on the Status of People with Disabilities in 1993 (Duggan and Byrne 2013). 
 
Recently, The Council of Europe Disability Strategy 2017-2023 has been developed to protect 
the rights of people with disabilities in order to achieve ‘equality, dignity and equal opportuni-
ties’ (COE 2017). Some priorities of the Strategy include awareness raising, non-discrimina-
tion, accessibility, equal recognition before the law and freedom of exploitation, violence and 
abuse (COE, 2017). 
 
In Ireland, a specific strategy focusing on employment for people with disabilities, Compre-
hensive Employment Strategy 2015-2024, has taken a proactive approach in ensuring inclusion 
and participation in employment for people with disabilities who are able and want to work 
and to reduce unemployment at periods such as leaving school or in later adult life (Govern-
ment of Ireland 2015). This strategy is focused around building skills, developing independ-
ence, providing bridges into work, promoting job retention and re-entry to work, engaging em-
ployers, providing support and making work pay (ESRI 2018).  Although, further research 
needs to happen within this group in order to identify if employment growths have happened 
in this area (ESRI 2018).  
.  
 
2.3 Guidance Counselling: Definitions, Policy and Practise 
This section of the literature review defines career guidance counselling and examines the de-
velopment of career guidance policies. This section also examines the provision of career guid-






2.3.1 Guidance Counselling Definitions 
As this study is exploring the guidance counselling provision in Supported Employment for 
adults who have ID’s, it is important to examine definitions of guidance counselling from a 
lifespan development perspective.  
In Ireland, formal guidance counselling is provided in a range of settings, primarily in post-
primary education, further education and training, prison and probation services, higher edu-
cation and also in the labour market and community sectors (NCGE 2007). 
A definition of guidance counselling in Ireland involves a: 
collaborative professional relationship to facilitate clients in their unique identifica-
tion of strengths, skills, possibilities, resources and options at key developmental 
milestones through their lifespan in areas relating to personal, social, educational 
and vocational concerns so that they can reach their full potential and contribute to 
the development of a better society 
(IGC 2018 p.14) 
 
Guidance counselling professionals facilitate a process which aims to enable clients to make 
sense of their current situations and work towards decisions to support their career potential in 
a supported environment (NGF 2007). It has been argued that guidance counselling has the 
potential to improve the circumstances of students with disabilities by adapting a stronger ad-
vocacy role and lobbying for the necessary supports to eliminate any perceived injustices 
(Elftorp 2017; Elftorp et al. 2018). Guidance counselling is pivotal to support the career devel-
opment of students with disabilities and it should not differ from guidance counselling for any 
other client (Harrington 2010).  
Traditionally, from a lifespan perspective, guidance counselling plays a particularly important 
role in helping people to manage the major transitions in their lives such as transitioning from 
primary school to post-primary school; from post-primary school to further or higher educa-
tion, to training or to employment (NGF 2007).  As it stands currently in Ireland, students with 
an ID often have a Junior Certificate (QQI level 3) as their highest level of educational attain-
ment (CSO 2011). As guidance counselling in post-primary education is more frequently fo-
cused on the Senior Cycle than the Junior Cycle (IGC 2019), it is reasonable to assume that 
many individuals with an ID have limited access to formal guidance counselling during the 
adolescence developmental stages of their lives.  
Some literature identified a reduction in guidance counselling allocation in post-primary 
schools since Budget 2012 (NCGE 2013; IGC 2016). However, guidance counselling in special 
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schools is not mentioned in any reports and this highlights that guidance in special schools 
continues to be reliant upon the human and physical resources at the disposal of each school 
(Scanlon and Doyle 2018). A recent report from Indecon 2019, stated that there are no guidance 
counsellors allocated to these special schools and in their opinion there is merit in policy to 
provide an enhanced provision for career guidance training to be provided to teachers in these 
schools, which can also enhance access of those schools to a wider career guidance support 
system (Indecon 2019).  
 
2.3.2 Career Definition 
A career may be represented as “a sequence of positions held during the course of a lifetime, 
improving an individual’s sense of purpose and fulfilment beyond economic benefits” (Super 
1980, cited in Blustein 2006, p.11). Job shadowing experience’s, career exploration and men-
toring are important for people with ID  as these experiences can explicit instruction to the 
“next environment” as a critical part of the preparation of their ideal future working environ-
ment and have been recognised as positive for people with disabilities in general (Kearns et al. 
2010, p.18). 
 
Employment trends in the last century have shifted towards more automated work with less 
manual labour involvement, a dramatic increase in developments in IT and the globalisation of 
products continue to increase hugely (Arthur 2014). Results from this change have seen an 
increased instability of work, an increase of peripheral casual, temporary and atypical employ-
ment leading to precarious working environment (Kallenberg, 2009; Savickas, 2012).  This 
means the educational professional development needs for the future of people with ID needs 
to be considered and included within the field of career guidance.  
 
 
2.3.3 Career Development Theories 
The developing repertoire of career development suggests that a career does not just ‘unfold’ 
(Brown and Lent 2005). Whilst there is limited information on evidence-based practices spe-
cific to career development and counselling theories to individuals with an ID, theories such as 
Supers developmental theory (1990), Krumboltz learning theory (Krumboltz and Henderson, 
2002) and Cognitive Information Processing (CIP) (Sampson et al. 2004) may be helpful to 
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understand career development of people with ID, and may inform how we can support career 
and vocational prospects in their lives (Chen and Chan 2014).  
Super (1990) described a developmental approach to career, the exploration stage, where ado-
lescents begin to form their own self-concepts.  Insufficient career or self-awareness can lead 
to an underdeveloped self-concept, which contributes to less effective career decisions (Go-
thard et al. 2001). Therefore, low-self-awareness can lead to low-career awareness, a poor ac-
ademic self-concept and fewer opportunities to test-drive choices in extracurricular activities.  
Such barriers faced by the ID population and ID individuals are some examples of how a person 
with an ID may have lower career maturity compared to their peers (Castellanos and Septowski 
2004).  
 
Goal setting, career exploration and information gathering are cited in Krumboltz’s (1996) so-
cial learning theory as significant factors in career development (Moxley, 2002). Exposing an 
individual with an ID to a workplace environment can help an individual to make future career 
choices as they are learning and focusing from an environmental, social and personal factor 
perspective (Herr et al. 2004). As previously mentioned, becoming immersed in work experi-
ences, part-time work or voluntary experiences at an early age will help to increase levels of 
career maturity as highlighted by Krumboltz (Niles & Harris-Bowlesby, 2013).  
  
Career development is not just about matching interests and abilities with potential careers, it 
is beneficial for students to gain an understanding of and develop a sensitivity to chance en-
counters as change and unpredictability encounters are part of life, planned happenstance (Niles 
and Harris-Bowlesby 2013). Less social engagement with potential employers due to lack of 
social skills and experiences leading to less opportunities to speak to potential employers them-
selves, hindering opportunities to benefit from chance encounters (Rojewski 1999). Reasoning 
and decision making difficulties can also make these situations difficult, therefor implementa-
tions from a career guidance counsellor can enhance skills such as job interview skills, devel-
oping qualities such as perseverance, a sense of hope, flexibility and adaptability can facilitate 
positive outcomes of happenstance events (Chen and Chan 2014, p.284).  
 
Cognitive Information Processing (CIP) applies cognitive psychology and information pro-
cessing strategies to making career decisions (Sampson et al. 2004). Only a small amount of 
research has been investigated around the theory and people with disabilities (Strauser 2014). 
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In particular, Yanchak et al. (2005) explored the nature of career thinking with people with 
either physical or cognitive disabilities and the study revealed that individuals with cognitive 
disabilities had more difficulty with decision-making confusion and external conflict rather 
than individuals who partook in the study with physical disabilities (Strauser 2014). Therefore, 
a lack of knowledge about one self and the career options available to them is quite low, without 
having guidance support to explore these areas.  
 
 2.4 Education and Employment  
This section of the study focuses on the literature pertaining to education and employment 
levels of people with disabilities as well as examining the barriers to employment for people 
affected by an ID both in Ireland and Internationally.   
 
2.4.1 Education for Individuals with ID 
Historically, from the period 1919 to the early 1990’s education and care of children and adults 
with disabilities was primarily carried out by the religious orders in Ireland (Griffin and Shevlin 
2011). Therefore, there was very little government policy or legislation regarding special needs 
provision in Ireland (Flood 2013). Once schools and institutions began to be taken over from 
the State, legislation and government policy began to develop (Flood 2013).  
In 2004, the Education for Persons with Special Educational Needs (EPSEN) Act, which caters 
for people with special educational needs age 0-18 was brought into law. The Act sets out that 
the education of children with disabilities, where possible, should take place in an inclusive 
environment with other students who do not have the same needs, unless this would not be in 
the best interests of the child or the effective provision of education for other children in main-
stream education (NCSE 2014). Currently, the DES provides for three main types of educa-
tional provisions; a mainstream class, a special class or a special school across both primary 
and post-primary sectors (NCSE 2014). Although the Act has been in place since 2004, there 
are parts of the Act which have not been implemented yet, including the provisions relating to 
an individuals’ right to assessment, individual education plans and the designation of schools 
(European Agency 2019).  
The institutionalisation of people with ID is also a significant issue in Ireland. In 2011, a strat-
egy for community inclusion for people with disabilities was implemented that focused on 
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4,000 people who were still living in congregated settings (HSE 2011). The publication of the 
strategy stated that by 2018, all congregated settings would be closed. However, in 2018, 2580 
people were still living in these settings and had not been included in their communities (In-
clusion Ireland 2018). 
People with disabilities often have lower rates of educational attainment in comparison to their 
non-disabled peers (NDA 2004). More specifically, individuals with an ID are classified as the 
lowest achievers of academic qualifications (CSO 2011). However, a recent examination of 
Higher Education Institutions in Ireland has seen an increase of 5- 20% participation rate of 
people with disabilities across the Institutes of Technology and Universities over the past four 
years (AHEAD 2019).  
The CSO (2011) established that the educational attainment levels of persons with disabilities 
by the type of disabilities from their primary through to third level education. Whilst the num-
bers of primary and secondary education attainment are relatively evenly spread across disa-
bility type, persons with intellectual and learning disabilities have the highest frequency of no 
formal education. Throughout the primary, post primary and third-level educational attainment 
figures, intellectual disabilities show lower levels of educational attainment than any other dis-
abilities (CSO 2011, p.63).  
Students with ID in Ireland have often been excluded from attending higher education, due to 
stringent entrance requirements and eligibility criteria related to disability supports services 
(Wehman et al. 2018). In addition to this, access to higher education is increasingly tied to 
critical outcomes, such as improved career prospects, for all students, regardless of disability 
status (Wehman et al. 2018). Combined with these barriers, current employment trends are 
moving towards a potential employee having acquired some sort of college experience, and 
studies are predicting this will be required for approximately two thirds of jobs in the coming 
years (Carnevale et al. 2010).  Yet, transition-aged youth with ID’s still remain the lowest 
rankings of postsecondary enrolment of any disability group. Despite the increases in the en-
rolment rates of students with disabilities in Higher Education in Ireland, retention of students 
to degree completion remains a wide spread issue (Wehman et al. 2018). 
 
2.4.2 Employment Levels of individuals with disabilities 
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People with disabilities have a deep and ‘historied’ relationship with employment (Friedman 
and Rizzolo 2016). There is limited amount of research which has explored the experiences 
and perceptions of individuals with ID transitioning into employment or education, but what 
has been researched is the statistics around the numbers of people in either employment/edu-
cation, but no such empirical data around the transition processes and experiences of these 
(Barnes-Holmes et al. 2013). However, some notable studies exist and in one study, the authors 
found that obtaining employment was often perceived by people with an ID as more important 
than having children or a significant other (Szivos 1990, cited in Fisher and Weber 2017).  
In 2017, 31% of working-age people with a disability in Ireland were in employment in com-
parison to 71% of those without a disability (ESRI 2017). More recently, the European Com-
mission Country Report for Ireland 2019 revealed that Ireland has one of the lowest employ-
ment rates for people with disabilities in the EU (26.2 % compared to 48.1 % in the EU) (Social 
justice 2019). However, included in these figures are people with disabilities who experience 
higher rates of ill-health than the population at large. There are many people with disabilities 
who would not be available for work as their capacity to work is affected by their disability 
that are included in these figures (CSO 2011).  
Moreover, the Supported Employment movement has allowed individuals with a disability who 
want to work to more inclusive employment options over the past 20 years, as previously the 
majority of people with disabilities worked in segregated settings or sheltered workshops 
(Wehman et al. 2018). However, a recent passage of the Workforce Innovation and Oppor-
tunity Act of 2014 has worked to officially close segregated workshops in the US, therefore 
opening up more opportunities for people with disabilities to pursue work that is suited to their 
needs and it requires the workforce of the public sector to hire at least 7% of people who have 
disabilities (Fisher and Weber 2017).  In Ireland, the practise continues of commercial sheltered 
workshops however, Inclusion Ireland have wrote about ending the practise of workshops for 
people with disabilities, and put the onus on the Department of Social Protection and the De-







2.4.3 Barrier to Employment for individuals affected by an ID 
Many individuals with disabilities experience direct and indirect discrimination when access-
ing employment (IHREC 2018). The extent of discrimination in which they experience, de-
pends on a number of factors and research has shown that the more severe or visible a persons’ 
disability is, the more likely he/she is to experience direct discrimination (Snyder et al. 2010). 
Therefore, many individuals with disabilities may not disclose their disability to a prospective 
employer (Callaghan and McGrath 1997, p.14). In addition to this, individuals with disabilities 
seeking employment may be up against completing psychometric tests, assessment centres, 
telephone interviews and Skype interviews for example, which can be unsuited to certain indi-
viduals with an ID, therefore acting as an additional barrier to their employment options 
(Landers and Sweeney 2005). 
An analysis of ID specific barriers as perceived by certain employers indicates that a perceived 
lack of skills is seen as the most important supply-side barrier for individuals with an ID to 
access employment (McQuaid and Lyndsey 2002). Additionally, higher insurance costs, health 
and safety concerns, perceived integration issues of people with ID into regular gainful em-
ployment are also seen as barriers (HSA 2019). With developments such as the ongoing auto-
mation of manual and repetitive tasks, increasing demands for highly educated employees and 
the tendency to outsource tasks that do not require high skills, employment options for people 
with ID according to some employers believe that the likelihood of gaining employment will 
rather decrease than increase for this population in the future (Kocman et al. 2017). 
On the contrary, the Civil Service disability recruitment practises in Ireland have specific pol-
icies in place such as; “no unnecessary obstacle in place in the way of people with disabilities 
applying for posts which are filled by open competition” (Callaghan and McGrath 1997). The 
Civil service must also make all reasonable efforts to provide such special facilities and equip-
ment to enable applicants with disabilities to participate in open competition for posts (Calla-
ghan and McGrath 1997 p.14). There have been a number of recent policy initiatives to increase 
the recruitment opportunities for people with disabilities such as increasing the public service 
employment target from 3% to 6% by 2024 (IHREC 2018). Since the introduction of the 3% 
target since it was introduced in 1977, it became a statutory requirement in 2006 and the 3% 
target was reached in the public service as a whole by 2011 (Justice 2013).  
Research on employers’ attitudes suggests that employers have varying reservations towards 
hiring individuals with specific disabilities (Kocman et al. 2017). Further findings have found 
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that people with ID are less likely to be employed in inclusive work settings than persons with 
other disabilities (Olney and Kennedy, 2001). This indicates that a differential approach to 
employment-related barriers for people with different types of disabilities in general and espe-
cially people with an ID is needed. However, comparative knowledge on barriers for different 
types of disability is sparse with many studies including ‘people with disability’ without due 
recognition of the heterogeneity of this group (Morgan and Alexander 2005).  
However, information campaigns, disability awareness training, increased networking activi-
ties by Supported Employment services, policy efforts improvements re wage subsidiary 
schemes, publicity endeavours and general incentives rather than penalties were perceived as 
potentially more influential on hiring decisions to employers in a recent study completed by 
Kocman et al. (2017). Ongoing feedback of the perceptions of employment of individuals with 
an ID can help supported employment services to alleviate concerns as they support employers 
on an ongoing basis who provide work experience opportunities (Scheef et al. 2018). 
 
2.4.4 Supported Employment and Education Services for Individuals with ID 
Education and employment are two important indicators of social inclusion, therefore it is cru-
cial to ensure equal opportunity to all members of society in these domains (IHREC 2018). 
Employment for individuals with disabilities who use the services of the state, come under the 
‘supported jobs’ employment services. The use of supported employment as a means of assist-
ing people with disabilities secure and maintain employment began in the United States in the 
1980s (Wheman and Kregal 1998). The use of supported employment in Ireland began in the 
late 1980s (IASE 2018). Following this, in 1993, the European Union of Supported Employ-
ment (EUSE) was established.  
The EUSE is made up of national supported employment organisations from across Europe 
and promotes supported employment at a European level. The IASE was founded in 1994 
(IASE 2019a). The European Quality Standards Frameworks for Supported Employment Pro-
viders has a set of minimum standards of best practice. The standards were developed by the 
European Union of Supported Employment (EUSE) and these standards are based on existing 
good practice within the sector and also provide tools for supported employment providers to 
self-assess and set targets for their continuous improvement (IASE 2019b). 
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Cleveland et al. (1997, cited in Popovich 2010) claim that in supporting people with disabilities 
in the workplace in Ireland:  
…the guidelines associated with the NDA stipulate that employers must make 
task or social alterations to the job or work environment (i.e. reasonable ac-
commodations) in order to match it with the abilities and skills of the em-
ployee with a disability, thereby facilitate the assimilation of people with dis-
abilities into the workplace  
(Popovich 2010, p.1) 
Accommodating individuals into a workplace with an ID can involve particular tasks that are 
not unattainable by staff members and management, but may require extra time. Some exam-
ples as identified by the Health and Safety Authority (HSA 2019) include:  
 flexible start and finish times 
 adjustable desks and chairs 
 giving precise instructions to employee on a daily basis 
 equipping employee with step-by-step visual instructions assisting them in remember-
ing their responsibilities for the day 
 allocating a peer staff mentor to the employee with an ID 
 staff members use of clear and simple language when communicating 
 provision of disability awareness training  
 extra support from supervisor to check in on employee or to give them extra ten 
minutes at the beginning and end of their shift to talk through their job responsibilities 
 
In Ireland, the Department of Employment Affairs and Social Protection (DEASP) is an um-
brella company for sponsor agencies to facilitate people with significant disabilities (physical, 
intellectual, hearing, sensory, mental health and hidden) in accessing employment opportuni-
ties. Employability, Tús and the Irish Association of Supported Employment are some of the 
current agencies in this sector. Through career guidance interventions, the type of employment, 
decided by the individual, is in an integrated setting with appropriate ongoing support to allow 
the individual to become economically and socially active in their own communities (Indecon 
2016). The demand for these services in Ireland is driven by factors such as voluntary partici-
pation, the population number of people with disabilities, eligibility and the accessibility of the 
service (Indecon 2016).  
The supports which have been introduced to assist people with disabilities to secure employ-
ment include; interview interpreter grant, personal reader grant, workplace equipment/adapta-
tion grant, wage subsidy scheme (WSS), supported employment, job coaching and employee 
retention grant scheme. In addition and where appropriate, referral to a specialist training pro-
vider may be considered (NCGE 2007). On-the-job training is provided to these individuals in order 
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to maintain employment initially. This ia through their employers with the support of a job coach 
until they have acquired the necessary skills for the job. The job and the support are adapted to 
the individual's needs in relation to the employer's needs.  (Wehman et al. 2006).  
However, a recent study by Kocman et al. (2017), involving research of various organisations 
feedback of their perspectives on barriers to the employment of people with ID suggested that 
wage subsidiaries and job coaching deemed useful, but other financial incentives may improve 
chances of people with ID being hired. A relaxed protection against dismissal may positively 
affect hiring decisions was also mentioned as well as employers looking to receive awards and 
publicity, all of which outweighing most of the financial incentives that are offered to employ-




2.5 Summary and conclusion 
This chapter provided an overview of the literature in the areas of intellectual disabilities, guid-
ance counselling and supported employment. From examining the literature, several key issues 
emerged including the employers perspectives on employment for people with Intellectual dis-
abilities, the barriers that exist for people with intellectual disabilities in securing employment 
and the guidance counselling and legislative developments.  





Chapter 3: Methodology 
3.0 Introduction  
This chapter outlines the primary and secondary research questions which underpin this study. 
This chapter also addresses the research methodology, data collection methods, sampling, data 
analysis, validity and reliability, reflexivity and ethical considerations. 
 
3.1. Research Questions 
Research can be defined as an “art of scientific investigation and a systematic search for perti-
nent information on a specific topic” (Kothari 2004, p.18). Bryman (2012) also states that de-
vising appropriate research questions is a crucial yet challenging aspect of a research project. 
In this study the primary research question asks;  
What are the perceptions and experiences of career guidance counsellors, employers and busi-
ness supervisors who work with individuals affected by ID’s in the supported employment sec-
tor?  
The secondary research questions are:  
1. What are the current supports and structures available to support an individual with an ID 
transitioning into the workplace?  
2. What are the barriers and challenges in the supported employment programme, as experi-
enced by career guidance counsellors, employers and business supervisors?  
3. What improvements could be made to the current structures that are in place? 
 
3.2 Interpretivist Methodology 
The topic of this study is an under-researched topic both in Ireland and Internationally,  as the 
findings of the literature review suggests. In particular, the knowledge of the perceptions and 
experiences of employers, business supervisors and career guidance counsellors is limited. 
Therefore, this study required rich data with thick contextual descriptions from the perspectives 
of the career guidance counsellors, employers and business supervisors (Cohen et al. 2018). 
The interpretivist paradigm was thereby identified as appropriate as it allows for the acquiring 
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of a greater understanding through the qualitative research method semi-structured face-to-face 
interviews.  
An interpretivist approach allows for a genuine interest in people and the way that they inter-
relate (Thomas 2009). Rather than predicting and explaining research through numbers, sur-
veys and experiments, understanding the particular and contributing to building a framework 
of ‘multiple realities’ can add more insight to this research (Thomas 2009). These multiple 
realities can emerge from participants describing their point of view of their “life-worlds ‘from 
the inside out’ (Flick et al. 2004, p.5). The use of the qualitative approach in this research was 
also conducted in a local context which enhances the research in its natural setting, close to the 
phenomena of interest, leading to increased richness (O’Connor and Coleman 2007). 
In this research, a triangulation method was used to examine the overarching topic, a method 
which indicates viewing from several points is better than viewing from one and also a means 
of overcoming biases (Thomas 2009). Career Guidance counsellors, employers and business 
supervisors were all interviewed and by capturing the multiple ‘voices’ of the topic, this method 
allowed the data to be understood rather than as way to access the one right ‘result’ (Braun and 
Clarke 2006 p.286). This triangulation provided a more comprehensive, rounded and nuanced 
picture of the supported employment process than it would if only interviewed one type of 
stakeholder (Denzin 2012). Whilst to gain a more comprehensive outlook on the full process, 
it would have been beneficial to  include individuals with intellectual disabilities and their per-
spectives into the study, but the decision was made to limit the scope of the study to include 
supportive professionals due to the limited time scale for this research.  
Limitations of the interpretivist paradigm relates to the small sample size (Rahman 2016). Ad-
ditionally, interpretivism can relate to a subjective nature and lead to room for bias on behalf 
of researcher. Furthermore, primary data generated in interpretivist studies cannot be general-
ized since data is heavily impacted by the context, personal viewpoint and values.(Rahman 
2016). Therefore, reliability and representativeness of data is undermined to a certain extent as 
well (Silverman 2009). However, the context rich data generated by interpretivist studies can 
be associated with a high level of validity (Thomas 2010). Despite these weaknesses, the inter-






3.3 Data Collection Methods and Analysis  
In this section, the methods used for research will be discussed as well as the sampling strategy. 
The process of data collection is referred to as fieldwork and the methods used are considered 
as the practical tools to collect the information (Blaxter et al. 2010).   
 
3.3.1 Access and Sampling 
A probability purposive sampling method was used in this study, whereby gatekeepers were 
identified and they, in turn, identified appropriate potential interview subjects, based on speci-
fied criteria, to partake in the study. The strengths/benefits of using purposive sampling is to 
widely use identification and selection of information-rich cases for the most effective use of 
limited resources (Patton 2002). 
The specific criteria used include: 
1. Career guidance counsellors, employers and business supervisors who have experience 
of working with people with intellectual disabilities in a supported employment context.  
2. For career guidance counsellors: That they are qualified guidance counsellors.  
The gender, age and ethnicity of these participants will not be used as inclusion criteria but an 
even distribution was desired.  
The gatekeepers were service managers working in Supported Employment organisations and 
they themselves identified potential participants. Upon gatekeepers having identified potential 
research subjects who consented to the researcher contacting them, they were provided with a 
volunteer subject information sheet (Appendix C) and they signed a consent form (Appendix 
D).  
The researcher initially aimed to interview a minimum of six and a maximum of nine individ-
uals. It proved challenging to identify participants who met the criteria, particularly in relation 
to identifying qualified career guidance counsellors in the Supported Employment sector. 
Nonetheless, the researcher interviewed two employers, two business supervisors working in 
those businesses and two career guidance counsellors who work with individuals with ID’s 
(total of six participants).  
The interviews took place between May and June 2019, at locations and at times that were 
convenient to the participants. The researcher recorded each interview on recording devices 
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and transcribed the recordings following each interview. Each participant was also emailed a 
copy of the recorded interview and given the opportunity to review their interview answers as 
this would increase the validity and accuracy.  
 
3.3.2 Semi-Structured Interviews 
The interviews addressed the participants’ experiences of the supported employment organisa-
tions with whom they work with and their experiences and perceptions of working with indi-
viduals with ID and their transition period of going into the workplace.  
In qualitative research, interviews can be structured, semi-structured or un-structured (Merri-
man and Tisdell, 2015). In structured interviews, each participant is asked the same questions 
using the same wording and in the same order as all the other participants, which can be like a 
spoken questionnaire, leaving no room for elaboration (Berg 2009). In contrast to this, an un-
structured interview often starts with a broad, open question concerning the area of study, with 
subsequent questions dependent on the participant's responses, which can make analysing data 
very time consuming and difficult to interpret (Holloway and Wheeler 2010).  
However, for the purpose of this study, semi- structured interviews were chosen as a method 
because they act as a powerful implementation for research offering thick descriptions and a 
flexible tool for data collection enabling various multi-sensory channels to be used: verbal, 
non-verbal, spoken and heard (Cohen et al. 2018). Using interview frameworks (Appendix E, 
F and G) helped the researcher to ensure that the key research questions were being answered, 
whilst allowing participants’ openness and flexibility of dialogue (Blaxter et al. 2010).  
The open-ended interview frameworks allowed the participants to elicit their narratives based 
on questions and answers, as they turned the questions about a given topic into storytelling 
invitations (Hollway and Jefferson 1997). Throughout the interviews the researcher applied 
core interviewing skills such as empathy, active listening, probing, observational skills and 
unconditional positive regard towards the participants throughout the interview process. Coin-
cidently, these are skills which correspond well with those of a trained guidance counsellor 
(Ali and Graham 1996; Egan 2014).   
The organisation and conducting of the interviews was quite time-consuming and inconvenient 
at various times for the respondents, which involved the researcher having to re-schedule in-
terviews on some occasions. Nonetheless, using qualitative interviews allowed the researcher 
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to explore important nuances and to elicit descriptions of specific situations and experiences 
(Cohen et al. 2018).  
 
 
3.3.3 Data Analysis  
Thematic analysis was used in this study due to its flexibility in terms of its theoretical frame-
work, research questions, methods of data collection and sample size (Braun and Clarke 2006).  
The approach taken to the collected data involved a six-phase process for preparing the analy-
sis.  The six-phase process involved a recursive activity of; becoming familiar with the data, 
coding, generating primitive themes, reviewing the themes, defining and naming of the themes 
and concluding the analysis (Braun and Clarke 2006). 
Upon completion of the interviews, the researcher transcribed the interview recordings and 
sifted through many notes in order to gain a descriptive account of the data that had been col-
lected by exploring and interpreting data in order to populate themes. The data analysis began 
immediately after the first data was collected. The method of analysis described in this re-
search involved managing the data 'by hand', as opposed to using software, primarily due to 
the time restrictions of this study.  
Once the interviews had been transcribed ad verbatim, the researcher used thematic analysis 
method to analyse each transcript and make notes in the margins of the data and colour-
coded the different themes that began to emerge in the data in order to put a structure to the 
mass of text. Carefully selected quotes were analysed and extracts that were vivid and com-
pellingly helped to illustrate the analytic points that stood out the most in the data. The constant 
comparison method involved reading over the data continually, examining data again and 
again, cross-checking for links and connections across the data, analysing the breadth and 
spread of a theme, and using codes and colour-coding of text to find emerging themes contin-
ually (Braun and Clarke 2006). The data analysis for this research will be referred to more in 





3.4 Validity and Reliability in the Study 
It is always a priority for a researcher to ensure that their research is represented as accurately 
as possible and the research must be both valid and reliable. Validity refers to the integrity and 
application of the methods undertaken and the precision in which the findings accurately reflect 
the data, while reliability describes consistency within the employed analytical procedures 
(Long et al. 2000).  
Validity was an essential element in this study as it also refers to the best available approxima-
tion to the truth or falsity of propositions and basically showing a piece of research for what it 
claims to show (Cohen et al. 2018). The researcher has used member checking in this research 
to ensure internal validity by e-mailing the participants a copy of their transcripts to check to 
ensure accuracy of the dialogue. Participants were happy with their transcripts and no changes 
had to be made. The researcher also used a research diary to jot down notes and reflective 
thoughts after each interview.  
Reliability refers to the “possibility of generating the same results when the same measures are 
administered by different researchers to a different participant group.” (Yardley 2008, p.235). 
The measures to increase the reliability of this study involved using triangulation as a method 




Reflexivity is concerned with a critical reflection on the research, both as the process and prac-
tise of one’s own role as researcher and on one’s relation to knowledge. Reflexive research 
acknowledges the role of the researcher in the production of knowledge and which the re-
searcher reflects on their various positioning’s and the ways these might have shaped the col-
lection and analysis of their data (Braun and Clarke 2013, p.225). Reflexivity through research 
can help to reduce personal bias. In terms of critical consideration of ethical and reflexivity 
issues relevant to this research project, reflection and writing in a research journal throughout 
the process helped the researcher to remain independent and stay with their thoughts and feel-
ings throughout the research journey. The researcher also engaged with regular supervision to 




3.5 Ethical Considerations in the Study 
Ethical approval was received from the University of Limerick in April 2019. In research, eth-
ics can be described as “the theory, codes and practises concerned with ensuring research is 
conducted in a moral and non-harmful manner” (Braun and Clarke 2013, p. 330). As the re-
searcher is a trainee guidance counsellor, it was important to ensure throughout the project that 
the researcher had ‘a duty of care’ to all participants of the research to eliminate any risks. 
Before research began, the researcher made themselves familiar with the different levels of 
ethical regulation in research practise: legislative, professional and personal (Cohen et al. 
2018). Identification of potential ethical issues were identified early into the project which in-
formed the research methodology (Oliver 2010).  
From the outset, basic principles of ethically sound research were adhered to, such as gaining 
informed consent from participants by providing them with an information letter and a consent 
form before interviews took place (Appendix C& D). This ensured avoidance of harm and 
potential distress to participants. The participants’ privacy was also respected at all times and 
confidentiality was guaranteed and maintained using pseudonyms in the reporting of the find-
ings (e.g Aine & Brendan). Respect for the person was seen as essential throughout and benef-
icence towards the participants occurred throughout as the researcher arranged to meet the par-
ticipants’ in locations suited to them and also at times that suited them also. As the participants 
were volunteers, they could have disengaged from the interview process at any time and they 
were informed of this also (McLeod 2010).  
Finally, accuracy of the data given by participants and their interpretation was the leading prin-
ciple, which meant that the collection of analysis of data is exactly as given and should occur 





This chapter has outlined the research methodology underpinning this research. The next chap-





Chapter 4: Data Analysis and Findings 
 
4.0 Introduction 
This chapter will present the findings which were generated from the six semi-structured 
interviews. Three major themes emerged from the thematic analysis of the data, namely: 
Resources and structures, awareness and knowledge and current and future challenges. The 
six participants of this study are first introduced briefly, and the three themes are then 
presented.  
 
4.1 Participant Profiles 
This section briefly describes the six participants who were interviewed between 29th of May 
2019 and 8th of July 2019. Table 4.2 gives a summary of the demographical and brief contextual 
data.  
 
4.2 Table: Profile of the Guidance Counsellor Participants 
Name: Brendan Judy Martin Hillary Aine David 








Age: 40’s 40’s 40’s 40’s 50’s 50’s 
Urban/Rural: Urban Urban Urban Urban Rural Urban 
Labour market 
Sector/Employer: 





Length of time 
working with 
people with a ID: 
4 years  4 Years 2 Years 6 Months 29 years 17 years 
 
The following brief profiles describe the backgrounds of the participants including their 
educational background, area of employment, experiences of hiring and/or working with 
people with ID’s and the length of time they have been working with people with disabilities. 





Interviewee 1:  
Brendan (Employer 1) 
Brendan is currently a bar and restaurant owner in his early 40’s. Brendan has a background 
working as a chef and he is now running a business in an urban setting. He has been working 
with people with disabilities through a Supported Employment organisation for the past four 
years. Brendan has recently employed an individual with a MID who had completed a work 
experience placement in his restaurant organised by a Supported Employment organisation. 
This individual stood out to Brendan and performed very well while on work experience, hence 
why Brendan wanted to take this person on.  
Over the past two years, Brendan has offered his restaurant to be used as a training ground for 
work experience students for one Supported Employment organisation in the local area. 
Brendan was approached by this supported agency to find out whether he would be interested 
in facilitating the service and Brendan agreed to it. This involves individuals completing three 
hours of work per week, working alongside other staff members and being trained by a support 
worker and supervised by bar and restaurant staff. Within those three hours, a support worker 
supports two individuals at a time. The support worker trains the individuals as how to 
complete various jobs, alleviating restaurant staff from training individuals up initially until 
the students are confident in their job roles. Brendan oversees and supervises these individuals 
on their work experience to make sure that they are performing their duties appropriately. 
 
Interviewee 2: 
 Judy (Business Supervisor 1) 
Judy is currently employed as a bar and restaurant supervisor in Brendan’s restaurant. 
Alongside Brendan, Judy has been a supervisor in the bar and restaurant for the past 4 years. 
Judy has 4 years’ experience of managing people with various ID’s. Judy uses a practical 
approach to managing individuals with ID at work. Judy would talk through the jobs that need 
to be done by the employee, show them and then supervise the individual completing the work. 
Judy is responsible for allocating duties to staff with a ID, organising rosters, supervision and 
training. Judy would also link with the support worker who supports the individuals on their 





Interviewee 3:  
Martin (Employer 2) 
Martin is the owner of an accountancy firm who has employed two people with an ID over the 
past six months. Martin is a qualified accountant with a background in business management 
and financial and legal advice. Martin is aged in his late 40’s and his business is based in an 
urban setting. In the beginning, Martin would have provided training and inducted the staff 
members, but has since stepped back and is now over-seeing the individual’s performance 
while the office manager provides daily supervision. Martin would have hired one individual 
by advertising online and selecting from the applications. Martin was contacted by a local 
Eupported employment organisation to provide a work experience placement to the second 
individual. After a few months of work experience, Martin hired the individual as they had 
excelled in their role and he didn’t have any hesitations in offering the person paid employment 
as they were very good at what they were trained to do.  
 
Interviewee 4:  
Hillary (Business Supervisor 2) 
Hillary is currently working as an Office manager/supervisor in Martins’ accountancy firm. 
Hillary is in her early 40’s and is currently completing her accountancy exams. Hillary is 
currently supervising two individuals who have an ID. The past six months have been Hillary’s 
first time managing individuals with a disability, which Hillary felt was daunted by in the 
beginning. Hillary provides daily support, supervision and has responsibility of breaking down 
tasks so that they are suited to the employees until they become familiar with their jobs.  
 
Interviewee 5: 
Aine (Guidance Counsellor 1) 
Aine has a post graduate degree in Career Guidance and Counselling and has many years’ 
experience of working with individuals with an ID and various other disabilities. She has 
worked in an AEGS for the past 29 years which is based in a rural setting. As part of her role 
working as a guidance counsellor in an AEGS, Aine also has a ‘Supported Employment’ 
guidance role for students with ID which includes teaching QQI Level 3 and 4 courses on a 
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daily basis, sourcing work experience opportunities for her students, organising and attending 
regular meetings with employers and linking with support services or families of students.  
 
Interviewee 6:  
David (Guidance Counsellor 2) 
David, currently in his 50’s, is working within the DSP as a Job Coach in an urban setting for 
the past 17 years. David works with clients who are interested in registering with the supported 
employment service that they provide. David has a postgraduate degree from 2008 in Adult 
Career Guidance. He has many years’ experience of working with people with various 
disabilities, including physical, intellectual and various other disabilities. David’s role as a jobs 
coach involves empowering individuals who engage with the service to find a career that they 
are interested in and  linking with potential employers in that area to open up opportunities for 
his clients. A lot of David’s role also involves supporting employers and managers, and 
information giving to potential businesses about the service they provide and the benefits of 
employing people with disabilities. Additionally, his role involves supporting his clients in 
developing life skills and he sometimes refers clients to more appropriate supports depending 
on the clients’ needs. David estimates that 30% of his client base have a learning or intellectual 
type disability.  
 
 
4.2 Conceptual Framework of the Interview Findings 
As mentioned, as part of thematic method used in the analysis of the interview recordings, a 
conceptual framework of the overall themes was formed. The conceptual framework is 
presented in Figure 4.3.1.  
The middle loops represent the three overarching themes. The themes are in a loop form as 
they all interconnect. The triangulation of experiences of the employers, business supervisors 
and career guidance counsellors provides complementary data and contributes to a better 
understanding of the topic at hand.  
The first theme, resources and structures, includes interviewees’ views on current resourcing 
and their views on improvements that can be made in this area. It also relates to the structures 
in place in terms of Supported Employment for individuals with an ID.   
31 
 
The second overarching there, awareness and knowledge, refers to employers’ level of 
awareness of Supported Employment, the process of employing an individual with ID, and 
what it can mean for their business.  
Thirdly, the subtheme of current and future demands explores the various views of the three 
groups interviewed and how their roles could be modified slightly to encourage more 
employment for people with an ID and other types of disabilities. 
Finally, the outer arrows illustrate how both barriers and enablers to each of the thematic areas 
have been identified. 










































4.3.1 Resources and Structures 
Although the three different groups of interviewees work in different localities and in different 
sectors, their experiences of ‘resources’ were very similar. All six participants mentioned that 
more resources are needed in order for Supported Employment organisations to function 
effectively which may result in more employment opportunities for people with an ID and other 
types of disabilities.  
Brendan has detailed his experience of working with one particular Supported Employment 
organisation:  
“I have had different types of groups in here and some are very good and on the other 
hand other groups have walked in with a particular individual who is eager to work 
and they have said there you go and they walk out the door and they think their problem 
is done now and this is your problem now, which employers don’t like. The supported 
employment sector should have support available to both employer and employee 
especially in the beginning of an individuals’ employment.” (Brendan) 
Similarly, Aine also experienced that individuals she has met through Supported Employment 
often have problems in the first few weeks of their employment. Aine would prefer if an 
additional resource could be added in these instances: ‘resources don’t have to be anything big 
either, better outcomes can arise for both the employee and employer.’ The students that Aine 
works with might get support going into education, but if her students are going into 
employment, they might not get support:  
“if there was just support there, someone that could meet with them on a regular basis 
and just ask how are you getting on, what are the difficulties you are finding and then 
refer them if needed and tell them, ok you need to go to this place or that place or 
whatever the case might be.” (Aine) 
Once a structure has been put in place by an organisation, the two employers in this study said 
that they felt much more comfortable and at ease. The structures that have been mentioned in 
the interviews by David who suggested that firstly they complete a needs assessment for an 
eight week period, then depending on the individual if they want to continue on their search 
for employment the job coach will call to different businesses in that area to seek out 
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opportunities. If they find an opportunity they initially ask for a work experience placement for 
a couple of days. They will then return a few days later to see how it is going for both employer 
and employee and hope that the business are happy to continue with the work experience for a 
few weeks/months depending on the individual. The job coach will then monitor how the 
individual is getting on during the work placement and down the line may ask for paid 
employment for that particular person. Similarly, Aine in her role would complete the same 
type of cold-calling to employers hoping that they may be in a position to take someone on for 
work experience.  
This structure seems to work from the perspectives of the two employers who were interviewed 
in this study.  Martin explains that if an employer is put into a situation on a day where an 
employee with an ID arrives to work and is not performing well or if they notice they are not 
feeling well, they are much more at ease knowing that they can pick up the phone and call the 
person they have built a relationship up with, either the guidance counsellor or the job coach, 
and ask them their advice as to what they should do.  
 “I think is important, just to make that transition, and the first couple of hours or days 
or whatever, it is just a little bit easier for the employer. But also more so for the 
person with a disability. But then again, as an employer, it might be the first time that 
I'm going to have somebody like that, that I don't always know exactly what I need to 
do. And then sometimes you're afraid to do the wrong thing. And you might not do 
something at all, because you think it's wrong, but maybe it's not.” (Martin) 
  
The main support needs that were mentioned by both guidance counsellors stated that many 
factors can contribute to successful employment for an individual with an ID, but most 
importantly they need independent support: “they need to have support that they can fall back 
on if they need it.” (Aine) Also support and encouragement from within the business that they 
are doing a good job; 
 “Support and belief. They need to believe in themselves and we need to believe that 
they can actually do this. Not to try and set barriers or set goals too high that are 
unachievable but that works for everybody in every organisation. If the proper 
structures are put in place with an employer for each individual and if dependable 





Foremost, David’s role as a job coach is to spend up to eight weeks on needs assessments and 
getting to know the client and his/her background, health conditions, previous work experience 
and training. He may also make an assessment to see if the person is ready for work. At the end 
of the eight weeks, the client has three options. The first option is to continue working with 
them to search and look for work. The second option is to upskill and retrain in some form of 
education if they think that it would increase their chances of securing employment. The third 
option is to exit the service and this may be because of some people's personal circumstances, 
either health circumstances or what David refers to as “the poverty benefit trap”. If someone 
requires a short term course for a few weeks, they “stay on our books”. However, if the course 
is longer than a few weeks, the person is exited from the service and when they are finished 
their training they can reengage with the service. 
 
4.3.2 Awareness and knowledge 
The aim of the Supported Employment organisations interviewed is to help stem the flow of 
people with disabilities and extra support needs into long-term unemployment by facilitating 
integration into suitable and fulfilling mainstream paid employment. Despite this fact, not all 
employers are open to offering paid employment to individuals. Hillary expressed that in order 
for these opportunities to become more available, people’s perceptions need to change;  
“Peoples’ perceptions need to change, but that is difficult. More funding is needed, 
supported employment agencies need to be more out there, it should become a 
mainstream avenue for people to go to. I think it should be like a mainstream school, 
that you know, just like I can go to primary school secondary school” (Hillary) 
As well as having more of a presence generally, both Brendan and Martin proposed that 
Supported Employment organisations need to have a more focal presence with employers so 
that employers may become more open to employing people with disabilities; 
 “I think that there's probably a task for these organizations out there to go to businesses 
and talk to them and use other business owners with positive experiences to open up 
talking about employing people with disabilities, because some employers don’t know 
about what the experience may be like so therefore they are not willing to take the risk, 




Only because of the Supported Employment organisations making contact with the employers 
whom were interviewed, the employers were unaware of these types of agencies. All six 
interviewees felt that the service was not present enough either to potential clients or 
businesses.   
As already mentioned, the unawareness issue has echoed into many of the interviews and 
because employers are unaware of how the process of working with people with disabilities 
work, it is hindering their decision-making around hiring someone with a disability; “some 
employers are reluctant to do it so a huge part of our job is information giving and 
networking.” (David) 
However, Aine, has stated that the employment law has made a huge difference to opening up 
employers eyes to hiring someone with a disability;  
“the legislation since I started is all quite new.  In the beginning, employers were very 
assertful and didn’t understand it. Employers can give out about legislation, but in a 
way,as this,  I think it brought up the whole debate around employing people with 
disabilities and it has as rapidly improved over the years as a result.” 
This opinion was mirrored by Martin, whom advised that they have had great experiences with 
two employees who have intellectual disabilities,  
“I think society and business owners have certain idea about people with a disability 
and they should get rid of that. Equal opportunities should be available to everyone 
regardless of a disability.” 
 
Previous to Martin employing a person with an ID, he didn’t have an awareness of what the 
experience may be like even-though he was told by a guidance counsellor about what the needs 
of the individual were. The guidance counsellor had made contact with him to enquire could 
he offer work experience and initially he wasn’t too sure what to expect. Martin explained the 
support he needs to give to both staff with ID, to be mostly internal support, which is the exact 
same for all of his other employees who don’t have a disability. As well as this, Martin 
mentioned that he felt giving that support to his employees who have an ID, feels a little bit 




4.3.3 Current and Future Challenges  
There seems to be some interest in recognising and supporting diversity and equality in the 
employment sector, although some challenges were also highlighted. Aine advised that more 
time needs to be allocated to meeting with guidance practitioners and  dedicated qualified 
supports are required as unqualified people are filling in for certain guidance roles for short-
term periods;  
“one of our instructors in the sports and recreational course that we run would fill in 
as a resource when our students transfer into further education. So once they go into 
college he meets them for maybe 2 weeks initially, and helps to settle them in until the 
Halloween period. Again, we are doing that off our own backs, it’s not an official 
arrangement.” (Aine) 
Aine also remarked that students with an ID generally find the transition to education more 
difficult than going into employment, therefore if more resources and time were given to 
guidance counsellors this could ensure a better transition for those people.  
Brendan mentioned from the employer’s perspective of the guidance counsellor role, he would 
rather if a guidance counsellor had more of an onsite presence in order to remain aware of the 
wider employment market and the expectations of employers, as currently the employers whom 
participated believe that this is not linked, “but of course more resources will be needed and 
more funding will be needed to support this intent, which may not be possible.” (Brendan)  
Both guidance counsellors whom are seeking employment or work experience opportunities 
for people with ID’s are completing this work on impulse; 
 “we would ask employers to provide unpaid work experience with no obligation and with no 
expectation to people, we would say to the employer could you offer work experience, we then 
give them two or three days to see how things go, and then you go back to the employer and 
say - what do you think, and do you think you can support this to continue, that is probably the 
best way of breaking down barriers and we will provide full support from therein.” (David)  
The responses from quite a lot of employers in both urban and rural locations according to the 
GC’s interviewed, suggest that a lot of the time, employers are reluctant to offer work 
experiences to people with a disability. Barriers in this type of work seem to be ‘ignorance 
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from employers.’ (Aine) David also expanded on the ignorance he has experienced from 
employers: 
 “It's kind of constant knocking on the doors, we do get people that are ignorant of the 
disability side of things and they're not willing to engage, HR people in SME’s seem to 
be a barrier we face quite often too, perhaps due to unawareness of disability in 
general.”(David) 
In contrast, every so often, both Aine and David have experienced that employers and both 
guidance counsellors themselves can underestimate their clients, but in time they have 
experienced that employers “can see in time that the person is then well able to do the job and 
they don't need support at all.” (Aine) Once a person has been given a chance in an area that 
they want to work in, they usually prosper in their roles.  
 
Highlighted recommendations suggested by both supervisors and managers interviewed, have 
come up with mixture of various recommendations. Hillary’s perspective presented the idea 
that companies should perhaps be more proactive with offering work experience opportunities 
to people; 
  “rather than waiting for companies to ring us, perhaps companies if they have a free 
desk could offer it to supported employment companies, some companies are not just 
about making money, businesses can also help others to grow too.” (Hillary)  
 
David explained his workload working as a fulltime job-coach which can be challenging to 
manage: 
“Each full-time job coach here handles a minimum of 25 people, not everyone working 
here is full-time, a lot are part-time workers. So it's a minimum of 25, I think I'm 
currently with 27 or 28. But the DSP say a minimum 25 per full time job. 18 months is 
the maximum time we have with each individual, we try to keep it ticking over, you may 
loose some people because they decide to disengage with the service, due to various 
reasons, but your numbers are back-filled with others who have been on the waiting 
lists and that's the main challenge.” (David) 
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Furthermore, employers believe if companies who work with individuals with disabilities 
communicated with other companies either through conferences or over the phone about their 
both positive and negative experiences, that other employers may be more open to the hiring.  
Brendan provides a weekly work experience platform for individuals with disabilities. This 
allows individuals to complete a work experience in the restaurant and it is used as a training 
ground. This arrangement allows the students to gain skills whilst a support worker would 
supervise and train up the individuals in certain tasks that the employer requires. This allows 
the support workers to then assess the individuals’ strengths and weaknesses and enhances 
career planning with the individual;   
“…..we have a platform that we have arranged with one of the supported employment 
organisations whereby individuals come in here for a couple of weeks and learn about 
what it’s like to work in this type of environment, by doing this it allows them to learn 
all their mistakes, do all their mistakes, with no repercussions there's no money 
involved, it’s a learning experience. Following the few weeks they go on to speak to a 
career advisor and explore what further employment they want to work in. This 
opportunity, I suppose, provides life building skills as well.” (Brendan) 
Both of the employers interviewed receive a Wage Subsidiary Scheme (WSS) schemes. This 
scheme provides financial incentives to private sector employers to employ people with a 
disability who work 21 hours per week or more, up to a maximum of 39 hours per week. 
Currently, the rate of subsidy is €5.30 per hour and both employers are receiving this scheme. 
Even though both employers were receiving the subsidiary, the comments mentioned suggested 
that neither employer seemed to be bothered about the wage subsidiary. Martin stated:   
“a lady phoned me up and asked me about hiring someone with a disability and 
she told me about the wage subsidiary support scheme. She said to me, just do 
it ‘because if you don't do it, somebody else will do it.’ It’s a nice extra benefit 
but at the same time it doesn't really matter.  I mean, I wasn't looking for it, but 
at the same time, if the government wants to give me money, who am I to refuse 
that?..... I would rather have a dependable support service available that I can 
rely on if I need assistance rather than receive a grant.” 
While Brendan had similar views about requiring a dependable support service from a 
Supported Employment organisation as a very valuable resource;  
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“Regardless of wage subsidiaries, employers want production and turnover, 
employers don’t see it as, I suppose, a benefit to their jobs or their business that 
they would have to put the extra work in and they have to do all this. Like some 
people don’t have the time anymore to actually do this, and I think that is the 
biggest factor, that’s why it’s important that a supported employment 
organisation should have resources available to train people up with an ID 
initially in their role until they are confident in their roles.” 
As time is a constraint for many businesses currently, both employers portrayed resentment 
against completing the paperwork requested by the DEASP Case Officers which permits the 
employer to register on the WSS system. The employer is requested to complete the employer 
application form and a productivity level report form as agreed with the employee, “which is 
not the easiest discussion to have.” (Brendan)  Employers must also provide a current tax 
clearance certificate and a signed contract of employment detailing the terms and conditions of 
employment. Both employers commented that because of their time constraints and when they 
receive a lot of paperwork, which requires to be revised throughout the year, they tend to just 
leave it aside. Both employers would rather if a resource could be provided by the DEASP to;  
“if staff members came in to talk to employers and explain exactly what is required in 
the process exactly and the paperwork could be completed there and then.” (Brendan) 
 
While the guidance counsellors, David and Aine, are offering career planning advice, their role 
also involves much more life skills coaching to some of their clients, and as a result going over 
and beyond their job responsibilities from time to time;  
“working with individuals with many types and levels of disabilities could also involve 
working with people who may have a health condition, injury or an illness over a 12-
18 month period….Some individuals may have other needs as well in relation to kind 
of basic things like independent living skills, hygiene needs, diet, daily routines and the 
wider things of life. With career planning, I don’t just go through the specific things 
like your skills, your abilities, your interests and all of that. I go beyond that. We put in 





Additionally, having to work on life skills coaching and going outside of their guidance roles 
from time to time, as Aine explained, the situation isn’t made any easier because of guidance 
not being made available in many secondary schools in Ireland;  
“some of the special schools don't actually have guidance counsellors. Again, it's kind 
of maybe that old fashioned view that ‘god help us shur they won’t move onto anything’ 
which as we say it wrong and that's when you underestimate and, you know, it's really 
coming from a bad place and in some of the secondary schools it is provided, some of 
them will get it alright, but a lot don’t.” (Aine)   
 
Finally, the issue of all workplaces not being wheelchair accessible is another challenge that 
still exists. Not every company is wheelchair accessible: 
 “I think that a problem for people with a disability depend on, look, I cannot hire somebody 
who's in a wheelchair, unfortunately, even if I want to, there's no wheelchair access. Yeah. 
But in general, I think that the problem is more from the employer side from the companies 
and the business owners.” (Martin) 
Interestingly, David mentioned that often he has found when he is speaking to employers and 
trying to find a work experience placement for individuals when he mentions ‘disability’, a lot 
of employers immediately think/say that the person is in a wheelchair, which may not always 
be the case; “that's probably a challenge you have as an employer, and not to see somebody 
as disabled, but just to see somebody as a typical candidate.” (Martin) 
Much ID disabilities are hidden and a person may never know that they are speaking to 
someone who has an ID.  Coupled with the accessibility issue and the hidden disabilities 
concerns, both David and Aine have faced common reluctance from clients who have an ID 




This chapter has presented a thematic analysis of the findings of the semi-structured interviews 
that were completed by six interviewees who worked with people with intellectual disabilities. 
Whilst their experiences varied, a number of key issues were identified. 
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Firstly, the resources and structures that are set in place by Supported Employment 
organisations seem to stretched resource-wise, but loose structure-wise. Each participant that 
had worked within a Supported Employment organisation or with a Supported Employment 
organisation suggested that more resources need to be allocated in order to enhance individuals 
with ID’s to progress smoothly into long-term employment and to vocalise their presence so 
that more people can access the services rather than it being a secondary option for people, it 
should be promoted in a more positive way. Structure-wise, although needs assessments are 
completed, when it comes to a guidance counsellor trying to find someone their career goal, 
they are approaching and knocking on employers’ doors on a whim and hoping the employer 
may be open to taking someone on with a disability.  
From the participants’ comments, the reluctance of employers when taking on people for work 
experiences or hiring them appears to relate to employers lack of knowledge and awareness of 
hiring someone with a disability. The findings show that employers seem to find it easier to 
say ‘no’ than to hire someone and give them an opportunity to show their skills. However, the 
participants did mention that several employers they have worked with are very 
accommodating and great to train and integrate and hire individuals with ID’s, but they have 
stated that there is still a lot of work needed to do in this area yet.  
Although a lot of positive experiences and long-term employments are occurring for the 
participants, it is evident, that there are many challenges facing guidance counsellors, 
employers and business supervisors who work with people with disabilities. A lack of resources 
due to funding, a lack of knowledge of hiring people with disabilities and a general stigma of 
disabilities equates to the biggest concerns of the interviewees.  
Overall however, the participant’s experiences suggest that there is an insufficient level of 
knowledge and awareness of people with ID’s amongst society, employers and education staff.  








Chapter 5: Discussion 
 
5.0 Introduction 
The aim of this chapter is to critically discuss the findings of this study in relation to the 
literature.  
This study was guided by research questions which kept the researcher on track throughout in 
order to explore the perceptions of career guidance counsellors, employers and business super-
visors’ of the transition of individuals with ID’s into employment.  
The primary research question is: What are the perceptions and experiences of career guidance 
counsellors, employers and business supervisors who work with individuals affected by ID’s in 
the supported employment sector?  
The secondary research questions are:  
1. What are the current supports and structures available to support an individual with an ID 
transitioning into the workplace?  
2. What are the barriers and challenges in the supported employment programme, as experi-
enced by career guidance counsellors, employers and business supervisors?  
3. What improvements could be made to the current structures that are in place? 
 
The findings from this study are critically discussed relation to the literature, under the 
themes identified in the Findings Chapter: 
 Resources and Structures 
 Awareness and knowledge 
 Challenges 
 
5.1 Resources and Structures 
From the findings of this study, it is evident that more resources are required for the 
employment transition for people with ID to improve. Similarly, the literature suggest that more 
resources are needed as there are waiting lists for people to access Supported Employment 
organisations (Indecon 2016). The demand for Supported Employment services is influenced 
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by a range of factors, including the number of persons with disabilities, the accessibility of the 
service and the general voluntary nature of participation in the service (Indecon 2016). With 
approximately 2,700 people accessing one particular national Supported Employment 
organisation that was involved in this research, the figures show that the demand is out there 
and the service numbers seem to be increasing year upon year (Indecon 2016).  
From the perspectives of the guidance counsellors in this study, some challenges relate to the 
structure of the provision of Supported Employment. One of the guidance counsellors working 
in a Supported Employment whilst also providing a guidance service to other client groups, 
found the diversity of the role challenging. This particular guidance counsellors used the EU 
Supported Employment Structure which assists with employer engagement. It is a method of 
intervention which assists individuals with disabilities or disadvantaged to access paid jobs in 
the open labour market. (IASE 2018). The European Union of Supported Employment has 
stated values and principles with ethical guidelines for professionals to ensure that the needs 
of the individual are paramount regarding all decisions in relation to the Supported 
Employment process (IASE 2018).  
Aside from being responsible for the provision of core guidance counselling (IGC 2018), her 
role involved tutoring classes, sourcing employment, liaising with employers, teaching 
study/employment skills groups and life skills coaching. The findings suggest that there is a 
demand for a supporting body for a guidance counsellor, once a person has either transitioned 
into education or employment for the initial period as a lot of issues tend to arise in the initial 
stages of transition. McGlinchey et al. 2013 state that previous research has shown that a  lack 
of self-confidence, low levels of numeracy and literacy, and difficulties understanding 
workplace rules can present particular problems for people with an ID in gaining meaningful 
employment (McGlinchey et al. 2013).  
For guidance counsellor two in this study, whom solely works as a Supported Employment job 
coach, the key challenge relates to providing quality guidance to a high number of clients, 
namely a ratio of 25 clients per full-time job coach. Over the period 2010-2014 in Ireland, the 
service achieved an average ratio of one job coach per 26 clients (Indecon 2016, p.41). 
However, finding from the 2016 Indecon report suggested that the targeted job coach ratio of 
one job coach per 25 clients may be too high and that more resourcing in the area of job coaches 
may be required, particularly if some clients have higher support needs. In comparison, the 
European average caseload of job coaches to clients is between 1:6 and 1:10 (IASE 2018). A 
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lower ratio may improve the exit to employment rates and feedback from the 2016 report stated 
that stakeholders also generally reported that the demand for the services exceeds the available 
resources. (Indecon 2016)  
The workplace support scheme (WSS) is another resource, or structure, which may have some 
limitations, according to the findings. The scheme provides wage subsidies in respect of people 
with disabilities (Welfare 2019). The findings suggest that when it is necessary to adapt a 
workplace or equipment, under the National Rehabilitation Board's Workplace/Equipment 
Adaptation Grant Scheme (NDA 2019). In those situations, a wage subsidy is not always 
sufficient as employers may also be assisted as they do not always have the necessary expertise.  
However, the scope of the WSS scheme is limited in terms of funding and the amount of grant 
assistance provided to employers remains unchanged since 2004 and many grants only provide 
assistance to new recruits to the labour market instead of existing employees (NDA 2019;  
DEASP 2018).  
Additionally, the findings of this study also suggest that the administrative work required to 
register an individual on the scheme is quite complex, and there appears to be limited assistance 
available to employers from Supported Employment organisations. The employers in this study 
suggested that they would prefer if a staff member from the organisation would come to meet 
with the employer and assist with filling out paperwork there and then. This information has 
already been noted in a report from the DEASP stating that grants are taking a very long time 
to complete, approve and put in place, but no such further changes have been implemented to 
date (EDI 2019). 
 
 
5.2. Awareness and Knowledge 
Access to employment opportunities are essential for people, including those with a disability, 
to participate in mainstream society and contribute to their sense of self, their community and 
the wider economy (Blustein 2006). Whilst there are some structures in place to support the 
employment of individuals with ID and other disabilities, both the literature and the findings 
from this study indicate that there is limited awareness of these structures.    
In the literature, recommendations to improve the access for employers to grants, incentives 
and supports have also been made by the DEASP (2018). The DEASP suggests that employers 
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should be treated like customers and improvement in the service is required as it is currently 
poor (DEASP 2018). Likewise, the findings of this study suggest that there is a poor level of 
awareness amongst employers in relation to both the WSS and the work of Supported 
Employment organisations. The employers in this study advocated for more information to be 
provided to them to increase their awareness. For example, information about schemes, 
incentives or networking events and they also advocated for an enhanced onsite presence from 
both Supported Employment organisations and guidance counsellors working in this 
specialised field, to encourage more positive employment outcomes.   
Another key finding in this study is that there seems to be limited awareness amongst 
employers of the type of support employees with ID need when they are in the workplace. This 
finding reinforces the need for supported employment as a structure both for individuals with 
ID and also for employers. This research suggests that if employers lack awareness of 
supporting structures, there is a risk that employers avoid recruiting employees with an ID for 
fear of not being able to meet their needs. This has implications for the employment prospects 
of people with disabilities, and previous research has shown that people with disabilities are 
twice as likely to live below the poverty line as the rest of the population because of their 
exclusion from the workforce (Inclusion Ireland 2019).  
The guidance counsellors in this study suggested that disability awareness training for all em-
ployees should become mandatory, as this may improve employment outcomes for people with 
disabilities. Likewise, the NDA (2019) has recommended that people with disabilities should 
be involved in the development and delivery of such training and that the state should provide 
funding to facilitate the training of people with disabilities as awareness trainers (NDA 2019).  
The findings of this study also indicate that employers may be unaware of the effects 
employment can have on a persons’ secondary benefits, such as loss of the medical card, free 
travel and more. This is a significant policy issue as taking up full-time employment can result 
in the loss of benefits which may not be offset by employment income, and thereby hinder the 
transition from social welfare into employment (Inclusion Ireland 2016).  
On a broader societal level, the perception and treatment of people with disabilities in 
employment was another issue that emerged in both the findings of this study. Recent research 
has shown that people with disabilities, either in the workplace or while looking for work, 
experience discrimination ‘more regularly’ than people without disabilities (Banks et al. 2018). 
People with disabilities who had an academic educational background were more likely to say 
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that the discrimination had a ‘serious’ or ‘very serious’ effect on their well-being compared to 
those without a disability (Banks et al. 2018).  
The NDA (2004) suggested, over a decade ago, that there was a need for a strategy to influence 
public attitudes towards people with disabilities. The NDA (2004) urged for improvements to 
be made such as contact with people with disabilities, giving information and providing 
experiential learning opportunities as major ways of changing public attitudes towards 
disabilities. Similarly, the findings of this study showed that employers who have experience 
of employing an individual, or individuals, with an ID were positive toward continuing to do 
so as the ‘fear of the unknown’ was removed.  
 
5.3 Challenges in the Supported Employment Sector 
Whilst financial support was welcomed by employers in this study, the importance of the non-
financial supports should not be under-estimated. For example, the employers valued the 
availability of advice about disabilities within their workforce and help to ensure equality of 
employment opportunities in their workplaces.  
The literature suggest that employment within either the Public or Private sector for people 
with disabilities is often entry level roles with fewer requirements for information and 
communication skills and with fewer opportunities to progress (Kaye 2009; Schur et al. 2009). 
According to Watson et al. (2015), if a form of accompanying income was implemented, 
instead of the current WSS, it could allow more opportunities for people with disabilities to 
work as many hours as they are capable to work, as it could bridge the gap between the required 
level of income and what they are capable of earning (Watson et al. 2015).  
Due to the potential loss of secondary benefits by taking on full-time employment, many 
individuals with a disability are often employed in part-time or temporary jobs or seen as a 
workforce reserve (Schur 2003). However, a case can be made for increasing the emphasis on 
strategies to keep employed people with disabilities in their jobs. Watson et al. (2015) found 
that most disabilities (70%) are acquired in later life, where the difficulty lies around retaining 
people in employment or retraining them for more suitable employment (Watson et al. 2015). 
However, in relation to ID, ID is the specific area of disabilities that is of focus because research 
has identified this type of disability as being one of the most challenging disabilities for people 
to secure long-term employment (NDA 2005). 
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Additionally, it is important to expand upon the reasons for low labour market participation for 
people with disabilities may, in part, be due to negative school experiences and outcomes 
(McCoy and Banks 2012; Mc Guckin et al. 2013). This can cause long-term implications for 
whether an individual with a disability enters either further or higher education or the labour 
market. Furthermore, this may lead to young people with disabilities being stereotyped into 
lower qualifications and lower paid employment (Humphrey et al. 2012; Cosgrove et al. 2014; 
EHRC, 2017). For those whose disability emerges during their school years, facilitating 
retention in education is paramount to improving later life chances by enhancing initial labour 
market entry (Watson et al. 2015).  
Therefore, it is essential that the EPSEN Act (2004) is fully implemented so that students with 
special educational needs, ID and other disabilities can get access to assessments and be 
provided with the necessary resources to allow them to engage with school and improve their 
retention at second-level. 
 
5.4 The Role of The Guidance Counsellor 
A guidance counsellor in a supported employment setting can play a vital role in the planning 
process of an individuals’ employment or educational needs by facilitating the student to take 
account of where they want to go, what they want to do and how to best achieve it (Richie et 
al. 2003). However, the findings of this study suggest that professionally trained guidance 
counsellors do not always have a clear role in the Supported Employment sector in Ireland. 
The guidance counsellors in this study both supported individuals with ID into employment, 
but they were employed in different sectors, the DSP and the AEGS, and they had varied duties 
as part of their roles. In the AEGS, the guidance counsellor provided both one-to-one and group 
career guidance counselling. In contrast, in the DSP, the role was primarily employment 
focused. However, blended aspects of counselling, information giving and career exploration 
are other aspects of the combined roles, however as mentioned earlier in the study, the 
researcher could find people employed in these areas easily, but found it difficult to find 
qualified career guidance counsellors working within the area, which poses the question why 
more qualified guidance counsellors aren’t working in this sector (IASE 2018). 
It is also important to consider the background of the individuals with an ID. As mentioned in 
the literature review, due to the poor levels of guidance counselling for children with special 
education needs in Ireland and currently no policies in place to support an alternative or 
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separate guidance provision for children with special education needs in mainstream post-
primary. Career guidance counsellors must work closely with the special education needs 
coordinator, where appropriate (Indecon 2019).  However, in comparison, learners with 
disabilities on both FET and  Higher Educational courses programmes have access to guidance 
services (Indecon 2019).   
In terms of FET outcomes of those who participated in a specialist training programme, the 
overall evidence indicates after they leave the FET training delivered by ETBs, that 26% were 
in employment, 4% were on government schemes, 15% were engaged in further study, 31% 
were unemployed and 24% were inactive/other.(Indecon 2019).  The issue concerning the 
policy framework regarding individuals with special needs is that where learners are involved 
in special schools with no separate guidance counsellors apart from their teachers who 
undertake guidance activities (Indecon 2019).  
 
5.5 Policy and Legislation 
It is essential that the entire range of factors that impede participation in education, employment 
and civic, cultural and social life are identified and tackled (COE 2017). The key impeding 
factors identified in the findings of this study relate to poor awareness levels, inadequate 
support structures and negative societal attitudes. One way of addressing these issues is to 
develop policies and legislation and in recent years, there have been a number of policy 
initiatives to increase recruitment opportunities for people with disabilities both in Ireland and 
Internationally (Government of Ireland 2015; UN 2005). For example, aims to improve access 
to employment and increased funding in transport for people with disabilities aged 15-29 in 
Ireland have been implemented recently with specific initiatives being introduced since the 
launch of a €16 million Ability Programme (2018-2021).  
The educational launch of a National Plan for Equity of Access to Higher Education (2015- 
2019) is also an incentive that has been implemented to widen access to third level for people 
with disabilities. Additionally there has been an introduction of a new resource allocation 
model for students in mainstream schools to create a more equitable resource allocation system, 
enhance educational opportunities and improve retention for students with special educational 
needs and disabilities in the future (NDA 2019). These initiatives have not yet been formally 
evaluated so continued monitoring will be needed to assess their impact in the future (Banks 
et. al 2018).  
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However, there is still a need for employers and policymakers to facilitate greater flexibility in 
the workplace for people with disabilities and for Supported Employment agencies to provide 
information on requirements (IASE 2019a). The publication of the Comprehensive 
Employment Strategy for People with Disabilities 2015-2024 highlights the potential 
disincentives to taking up employment for some people with disabilities such as the potential 
loss of their Medical Card which  is particularly important as people with disabilities tend to 
jhave greater health needs so it is a significant support to them  (IHREC 2018 p.62).  
 
In relation to societal attitudes, legislation is likely key because the behavioural changes 
legislated for will alter the social context and norms and, therefore, will change attitudes in the 
long term (NDA 2006). However, unfortunately, in the short term, peoples’ behaviour may be 
more influenced by prevailing attitudes, culture and beliefs than by new legislation (Hannon 
2006). Kennedy et al. (2001) suggest that although legislation can take time for people to adjust 
to, this could be supported by various other attempts to influence attitudes for example 
dialogue, debates, advertising campaigns, new partnerships and increasing contact amongst 
local employers and colleagues (Hannon 2006 p.46). Furthermore, the findings of this study 
suggest that more direct contact and experiences of working with people with disabilities can 
help to change attitudes and perceptions amongst employers.  
 
5.6 Conclusion  
This chapter has discussed the overarching themes that emerged from the six semi-structured 
interviews with relevant participants in regards to exploring their perceptions and experiences 
of people with intellectual disabilities transitioning into the workplace. These issues were 
explored through the critical lens of literature which provided the researcher with several key 
insights into the process of hiring people with ID and a clearer image of the feelings and 
opinions of relevant participants towards the transition period. Whilst their experiences varied 
in many respects, a number of key issues have been identified. 
The findings present a gap in the knowledge of Workplace support schemes (WSS) that are 
available to local employers. Additionally more resources and further funding is being called 
for by all participants’ guidance counsellors, employers and business supervisors in order to 
enhance employment opportunities for people with disabilities.  
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Another key issue that emerged relates to the barriers to employment for individuals affected 
by an ID. Many individuals with disabilities experience direct and indirect discrimination when 
accessing employment. The extent of discrimination in which they experience, depending on a 
number of factors, research has shown that the more severe or visible a persons’ disability is, 
the more likely one is to experience direct discrimination (Snyder et al. 2010). Additionally, 
disclosure of having a disability is still an issue for many people not being comfortable to 
disclose their disability to an employer. 
Therefore, this chapter highlights that amendments need to be made to the Supported 
Employment Programmes and to the attitudes of society to help balance the inequality that is 
currently ongoing.  
Chapter 6 presents the overall conclusions of the study and outlines some recommendations 
for policy and practise.  
 
 
Chapter 6 Conclusion 
 
6.0 Introduction 
The purpose of this chapter is to draw conclusions to the aims and objectives as identified in 
this study. The chapter also looks at the strengths and limitations of this study, as well as a 
number of recommendations for future policy practise and future research in this area.  
 
6.1 Overview of key findings 
The overall aim of this study was to explore the perceptions and experiences of career guidance 
counsellors, employers and business supervisors who work with individuals affected by ID and 
to identify the main barriers to employment. This study used a qualitative method involving 
six face-to-face interviews and gathering data from the career guidance practitioners and both 
employers and business supervisors. The findings provided insights and a greater understand-
ing of some of the current opportunities and challenges that exist in the Supported Employment 
services to support people with ID to secure employment.  
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The literature review revealed that there is a knowledge gap concerning career guidance coun-
selling of students with ID transitioning into employment or education, and also in relation to 
employers’ and business supervisors’ perspectives on the Supported Employment process.  
Three key themes were identified when the data was analysed: resourcing and structures, 
awareness and knowledge and policy and legislation. 
 
6.1.1 Resources and Structures 
Resources appear to be a major influence in the success of employment for people with disa-
bilities. As the employers in this study stated that having both financial and non-financial sup-
port is essential as it is often a key factor that can add to success of people with ID gaining a 
positive employment. There is a demand out there, at this moment more resources are needed 
in areas and gaps have been identified. Additionally, it is looking like a shake-up of incentives 
and schemes of hiring people with disabilities need to be looked at as they don’t seem to be 
attractive to either the employers or the people with disabilities.   
 
6.1.2 Awareness and knowledge 
There is a current lack of awareness on the ground of incentives and resources that are available 
to employers.  Knowledge in this area is key for this to work, especially for the employer. As 
the findings of the study suggested, if more networking events and more information giving 
was available to employers, it could help other employers to share their experiences with others 
and with the right supports. Employers want a more focal presence of guidance counsel-
lors/supported employment agencies as they feel it can lead to better informative outcomes. 
Additionally, the findings suggest that more awareness/knowledge is needed amongst society 
in general about employment for people with disabilities, as it was stated usually avoidance of 
offering employment to people with disabilities is the strategy most commonly used. Also as 
suggested in the findings, if more training grounds opportunities  were provided or if employers 
became more proactive in offering work experience placements, this could improve societies 
awareness and knowledge of people with ID at work. Legislation in this area and the imple-
mentation of the employment equality act 1998 – 2015, as commented on by one career guid-
ance counsellor, has made a huge impact in this around it has helped people with a disability 




6.1.3 Current and future challenges 
The discovery of the current stigma around people with ID in employment was another finding 
that came up as part of the research. The findings chapter gave an awareness to the current 
stigma as both business supervisors interviewed commented on the fact that they regularly see 
their employees with ID being labelled and looked at differently by others. It is clear from this, 
that more needs to be done in order to support students with ID and also implementing strate-
gies to increase awareness of the fact that people with ID in employment shouldn’t be treated 
or looked upon differently by society and they should be accepted, but the question remains is 
this going to change any time soon? 
Additionally, the need to acquiring more dedicated qualified supports emerged in the findings 
as unqualified people are filling in for certain guidance roles for short-term periods of time. A 
key challenge for the researcher during this study was to identify professionals who work with 
people with ID in a career guidance based role, whom had a career guidance qualification. The 
researcher found it very difficult to find suitable participants for research interviews as most 
people working in a career guidance related role in the sector do not appear to have an academic 
guidance counselling qualification. This in itself is an important observation with implications 
for the sector.  
Ignorance from employers and underestimating peoples’ abilities has been mentioned as an-
other concern from career guidance counsellors, employers and business supervisors. The find-
ings have shown that poor levels of awareness still exists amongst employers in terms of how 
to work with people with disabilities. Even though both employers had employed people with 
ID, they were still not too confident in the areas of the schemes they are entitled to avail of or 
how to access information about them.  
Additionally, wheelchair accessibility was mentioned in terms of workplaces not having access 
available which is a barrier for them to hire a person in a wheelchair. Additionally, no career 
guidance in secondary schools was also mentioned  as an area of concern with too much de-
pendency on SNA’s and not enough career building skills being implemented in the develop-
mental stages of people with disabilities lives.  
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Disclosure of disabilities was mentioned in the findings also, in terms of students not willing 
to disclose their disabilities to employers and the impact that not disclosing can have on peoples 
jobs.  
 
6.2 Strengths and limitations of the study 
This study has highlighted some of the benefits that the Supported Employment programmes 
whom work specifically with people with ID. It has also demonstrated some improvements that 
need to be made within the programmes and within our society.  
The researcher found that the interpretivist approach to the study allowed to gather rich data 
with thick contextual descriptions from the perspectives of career guidance counsellors, em-
ployers and business supervisors. The key strength of the flexibility of the face-to-face semi-
structured interviews allowed the researcher to gain a reliable, personal, in-depth and detailed 
response from each participant, capturing the range and diversity of their responses and allow-
ing them to discuss what was important to them which gave an insight to the challenges and 
perceptions at hand in the Supported Employment sector (Cohen and Crabtree 2006). Addi-
tionally, the triangulation between the career guidance counsellor, employers and business su-
pervisors provided a more comprehensive, rounded and nuanced picture of the supported em-
ployment process than it would if only one type of stakeholder was interviewed (Denzin 2012).  
However, it is important to recognise and acknowledge the limitations of a study (Walliman 
2011). As this was a small scale study with six participants, inferences to the Supported Em-
ployment sector as a whole cannot be made based on its findings.  
Furthermore, qualitative data can and the use of semi-structured interviews can lead to potential 
bias or misinterpretation (Cohen et al. 2018). However, a reflection diary was used by the 





If people with a disability are provided with the necessary skills and right supports, people with 
disabilities can thrive in the employment market (Suzuki et al. 2008). Therefore resulting from 
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the findings, the researcher recommends the following for policy, guidance practice and future 
research: 
 Greater resourcing and funding of qualified career guidance counsellors to assist people 
with ID or disabilities in general in their transition from post-primary education and/or 
unemployment into employment 
 To raise awareness amongst guidance counsellors, employers and business supervisors 
about the programmes and schemes that are available to employers 
 A review of the current incentives and schemes that are available to employers and 
employees and to introduce advantageous incentives in this area 
 To implement and promote regular networking events amongst employers and Sup-
ported Employment agencies to introduce qualitative measure to help assess the success 
of the supported employment agencies  
 To establish incentives to encourage employers to be more proactive and to offer op-
portunities of training and employment on a regular basis to individuals with IDs, rather 
than Supported Employment agencies having to target employers.  
 
 
6.4 Reflections on Personal Learning 
The researcher felt that the interviewees’ honest feedback can play a part in progressing future 
policy, practice and further research in the area of disabilities and employment.  Overall, the 
researcher felt that the semi-structured interviews acted as a positive method to gain an under-
standing of people perceptions of how their work environments varied.  
During the data collection phase of this study, the researcher felt at times it was difficult to 
keep a neutral standpoint and at times, the researcher also dealt with interviewees that went off 
track or had interviewees that were very limited in terms of what they wanted to say, therefore 
the semi-structured  interview worked well. 
6.5 Conclusion  
This chapter provides a conclusion to the research study with an overview of the findings in 
the context of the aims and objectives of this research. The chapter also addressed the strengths 
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and limitations of the study, provided a number of recommendations for future policy, future 
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Appendix E: Interview Guide - Career Guidance Counsellors 
 
Introduction: 
1. Tell me about your role as a Career Guidance Counsellor and working with individuals 
with mild intellectual disabilities to support them transition into employment/education. 
 
2. Can you tell me about the types of clients you work with and what their main support 
needs are? 
3. Can you tell me about the most common guidance needs of your clients in relation to 
employment? 
Barriers and Enablers: 
4. What do you think are the challenges faced by clients with disabilities at the moment 
trying to secure access to further education or employment in order to advance in their 
career? How do you think this barrier can be overcome? 
5. What do you think are the challenges faced by guidance counsellors working in this role? 
How do you think this barrier can be overcome? 
6. In your opinion, what are the most effective career guidance skills that you would 
frequently use when dealing with your clients? 
7. What do you think are the factors that contribute to success for clients with disabilities 
transitioning into the workplace? 
Employment:  
8. Can you tell me a little bit about the feedback you may have received from 
employers/educational institutions once a client has progressed into an area of their choice? 
Other Supports: 
9. Typically, would this group of clients have received career guidance counselling from any 
other support groups before meeting with you? 
10. Do you sometimes refer clients to other services? What are the most common referral 
destinations? 
Future Considerations: 
11. In your opinion, what improvements could be made to the current processes that are in 
place to help a client with an intellectual disability transition into a workplace or further 
education? 
12. In your opinion, what is the role of a career guidance counsellor who specialises in 
working with clients affected by mild intellectual disabilities going to look like in the future?  
Conclusion: 
We have now come to a conclusion for our interview. Is there anything more you would like 
to add? Do you have any questions for me? Thank you for your time 
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Appendix F: Interview Guide - Employers 
 
Introduction: 
1. Tell me about your role as an owner of a workplace that has employed an individual(s) 
with mild intellectual disabilities. 
2. Can you tell me a little about what the main support needs are of those you employ who 
have mild intellectual disabilities? 
3. Can you tell me about your experience of supporting the employee in the workplace from 
the outset and what the process has involved? 
Barriers/Enablers: 
4. What do you feel are the challenges faced by clients with disabilities at the moment trying 
to secure access to employment? How do you think this barrier can be overcome? 
5. What do you feel are the challenges faced by employers in supporting an individual 
affected by a disability? How do you think this barrier can be overcome? 
6. What do you feel are the factors that contribute to success for clients with disabilities 
transitioning into a workplace?  
7. Are you aware of the support schemes available to employers who employ an individual 
affected by a disability?  
Adult Guidance:  
8. In your opinion, what are most effective types of supports career guidance counsellors can 
provide to a client who is looking for employment? 
Other Supports: 
9. Typically, would this group of employee(s) have received career guidance counselling 
from any other support groups before being employed by you? 
Future Considerations: 
10. In your opinion, what improvements could be made to the current processes that are in 
place to help a client with an intellectual disability succeed in a workplace? 
11. In your opinion, what should the role of a career guidance counsellor who specialises in 
working with clients affected by mild intellectual disabilities look like in the future?  
Conclusion: 
12. We have now come to a conclusion for our interview. Is there anything more you would 
like to add? Do you have any questions for me?  













Appendix G: Interview Guide - Business Supervisors 
 
Introduction: 
1. Tell me about your role as a supervisor/manager of a workplace that has employed an 
individual(s) with mild intellectual disabilities and your experience of supporting and 
managing the employee in the workplace. 
2. Typically, would this employee get support from other colleagues within your team? 
3. Can you tell me a little bit about what the main support needs are of employees with mild 
intellectual disabilities whom you manage? 
Barriers/Enablers: 
4. What do you feel are the challenges faced by clients with disabilities at the moment trying 
to secure access to employment? How do you think this barrier can be overcome? 
5. What do you feel are the challenges faced by managers in supporting an individual affected 
by a disability? How do you think this barrier can be overcome? 
6. What do you think are the day to day issues an individual with a disability may face whilst 
working? 
7. What do you feel are the factors that contribute to success for clients with disabilities 
transitioning into a workplace? 
Adult Guidance:  
8.  In your opinion, what are the most effective types of supports career guidance counsellors 
can provide to a client who is looking for employment? 
Future Considerations: 
9. In your opinion, what improvements could be made to the current processes that are in 
place to help a client with an intellectual disability succeed in a workplace? 
10. Ideally, and in your opinion, what should the role of a career guidance counsellor be 
within this sector?  
Conclusion: 
We have now come to a conclusion for our interview. Is there anything more you would like 
to add? Do you have any questions for me? 
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Appendix I: Coding Schedule - Data Analysis Evidence 
  
 




 Oversee the training aspect and showing them the individual tasks in the beginning – 
Blue 
 
 Making sure things are done right, watching them and being constant and helping 
them because there will be a little bit extra help needed and in a sense be here for the 
rest of the staff and the train them also deal with the situation. – Green 
 
 Support Needs: Depending on disability, just need extra support with the jobs they 
are doing. Train them and watch them constant. – Orange 
 
 Barriers faced by people with disabilities: “Because of the wage brackets, 
employers want production and turnover, employers don’t see it as I suppose a 
benefit to their their jobs or their business that they would have to put the extra 
work in and they have to do all this and then they have to pay the same wage or 
whatever it is, like if you have someone on minimum wage that is fully capable and 
you have someone with an intellectual disability. Like some people don’t have the 
time anymore to actually do this, and I think that is the biggest factor with them not 
getting paid employment and the constant having to watch, I think that's the biggest 
factors.” – Yellow 
 
 Challenges faced by employers: Should be a platform in place. Employers need 
support because they don’t have enough time. Some organisations just leave person in 
a workplace and think he/she is your responsibility now. – Pink & Minimum wage 
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gone so high, employers don’t want to pay someone anymore who cant do the job and 
it’s a time factor. - Green 
 
 Factors that contribute to success for clients: Platform. Learn from their mistakes, 
no repercussions. Green 
 
 Aware of schemes that are available: Aware of some of them. Feels like there is too 
much paperwork. Better if staff members came in to talk to employers and explain 
exactly what is required in the process. Grey 
 
 Most effective GC support? Onsite Guidance “which they can’t really give, unless 
there is something like that platform. It’s all well and good being in-front of a 
classroom and talking things through and I'm a firm believer in you learn by doing 
and that's the way it is.” – Blue 
 
 Employees with ID have received GC Previous: Employer was aware that they did 
receive some Guidance previous to taking on employment.  
 
 Future Considerations: A platform – “a lot comes out in that person that you 
wouldn’t see in a classroom situation, so I think that would be the best situation across 
the board before going into full-time  employment, because its easier saying like ‘oh 
right he worked in a restaurant he's done this, this and this. He's got a good reference, 
he/she is alright.  Then for it to show, this is what they are good at because we will 
say in a restaurant/factory there are different area, cleaning tables, washing dishes 
stocking shelves etc there are loads of different things. Then one person might say 
right, I’m good at this, this is what I want to do and maybe they don’t want to do/work 




 What should GC Role look like in the future? Have an onsite presence, more 
resources needed: “I know the resources will be needed and more money from the 
companies side but maybe take them out of a classroom for two days, it would be the 
same idea, and do two days of this, kind of,  like career guidance counselors are great 
they guide, but there is only so much they can do in a classroom. There is only so 
much learning a student can do and so much books they can read and only so much 
they can tell them about life skills. But until they go into a workplace and deal with 
different people or customers from different backgrounds. That builds up a different 
aspect to their lives. And even dealing with the staff in here, relationships build up 




Interviewer: Thank you for volunteering to be part my research today. And so just want us was the first question that I wanted to discuss with you is, could you tell me about your role as 
an owner of a workplace that has employed an individual or individuals with intellectual disabilities.  
Interviewee: I can of course, sorry, I suppose I would be the owner of a bar and restaurant and I have had quite a few people with intellectual disabilities working for me. And I suppose 
my role would be to oversee the initial training aspect of it and showing them what to do because they only have individual tasks to do.  
Interviewer: Okay, 
Interviewee: So I  just kind of oversee that and making sure this, it's done right, and watching them and being constant and helping them because there will be a little bit extra help 
needed and in a sense be here for the rest of the staff and the train them also deal with the situation.  
Interviewer: Okay, can you tell me a little bit about what the main support needs of those you employ who have intellectual disabilities 
Interviewee:  Yeah, so I suppose support wise, just as I said, they need a little bit extra. Okay, because they, I suppose they are, depending on the level of disability, I suppose, some may 
need a bit more more in the job they're doing. So the support they need is just constant, we train them a little bit and then the watching of them and the backing up and all that kind of 
stuff so be needed just for extra support.  
Interviewer: Okay. Okay. Can you tell me about your experience of supporting the employee then in the workplace from the outset, and what the processes has involved.  
Interviewee: So yeah, similar to what I was just saying, yeah that's like they will come in. Generally we have a support worker, we’ll say from a supported employment organisation 
locally or something like that, so they touch base with us. They would being them in initially and introduce those and that kind of stuff and then through that we do a bit of training and 
they might stay for a shift or two and just show them, we'd have to train them and then they know their jobs when they come in and they keep doing it so that's from the outset and it 
says it's all it's all about just showing them, like maybe repetitive the Same thing, the same thing be it whatever wiping tables, clearing tables, general kind of stuff,  
Interviewer: okay 
Interviewee:  but then it's constant every time they come in and just getting them stronger and stronger, faster, faster, at the jobs they have been shown to do, so that starts from, from 
day one, brilliant.  
Interviewer: Okay, just in terms of barriers and enablers, what do you feel are the challenges faced by clients with disabilities at the moment trying to secure employment, and how do 
you think those barriers could be overcome? 
Interviewee: Okay, so at the moment, I would think. It's, I suppose my own opinion just from dealing with it, I think employers in this day and age, because of like the wage brackets and 
it's all tight and it's all about production and turnover and that employers don’t see it as I suppose a benefit to their their jobs or their business that they would have to put the extra 
work in and they have to do all this and then they have to pay the same wage or whatever it is, like if you have someone on minimum wage that is fully capable and you have someone 
with an intellectual disability. Like some people don’t have the time anymore to actually do this, and I think that is the biggest factor with them not getting paid employment and the 
constant having to watch, I think that's the biggest factors.  
Interviewer: Okay, what do you feel, then are the challenges faced by employers in supporting the individual affected by a disability and how do you think this barrier could be 
overcome.  
Interviewee: Yeah, I think I mentioned this already, it’s kind of the same idea. Like if there was like a platform I suppose this people could come in and the people intellectual disabilities 
of hers made them. Like, maybe work somewhere. They don't get paid they don't do anything have the support there have someone there with them because I feel like the biggest thing 
that employers, they  don't like  when a person is dropped into them and they have to take on all of that responsibility. They don't necessarily need that as they don’t have enough time 
to deal with that business and all of the normal stuff. To have support there is important. Because I have had different types of groups in here and one are very good the other kind of 
okay there you go they walk out the door and think like my problems done now and this is your problem now, which employers don’t like you know, it’s all about supporting them.  
Interviewer:  Okay, maybe, if companies could facilitate a work experience or somebody that  
Interviewee: Ya I think so, something like TY, that they're not trained but there's someone there. Like the teacher comes in and instead of TY, the teacher comes in and checks in, but in 
saying that, for TY a student is dropped aswell and at the end of the week it is a bit of paper signed off whereas I think in this industry if you had lets say a restaurant or a factory or 
something like that that was willing to, right this is it every Wednesday or Thursday they come in with support workers and get shown this is what they do and it  just might open them  
up to branches in their minds whether they like it and they can make mistakes they want ones and they can do what they want, with no real  repercussions like what they would have in 
paid employment.  
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Interviewer: Exactly. Okay, brilliant. what you feel are the factors that contribute to success for clients with disabilities transitioning into a workplace? 
Interviewee: I think that's the best thing to do because you know if you have someone coming in, let's say, john comes into me and I give him a little training 
but then he's worried because the employer doesn't want to pay minimum wage because its gone so much higher now and it dosen’t matter they get 
minimum wage. An employer dosen’t want to pay someone who cant do the job anymore and it's a time factor. So like if they have that little platform that 
they can go in and learn all their mistakes, do all their mistakes, with no repercussions there's no money there there's no nothing. They learn it's all about 
gaining experience and then they go on to an employment then that they want to work in. They've made the mistakes by then, they know, they know they  
Appendix J: Coding Schedule-Interviewee 2   
Key Themes that stood out in this interview: 
 Role: In beginning, ask support worker about disability anything they need to 
know as a precaution and as a health and safety precaution for the bar, kitchen and 
restaurant. “I go to their carer/support staff and ask them, what is like, their 
disabilities and stuff like that and is there anything that I would need to know as for 
safety precaution. “ Orange 
 
 Individuals get support from other team members: Yes. Pink 
 
 Main support needs: Simple things: “simply things like getting photographs taken of 
the work and getting the photos printed out on sheets so they remember how to do 
things. Going through everything with them slowly and steadily so that they will see 
how this goes.“ Green 
 Barriers face by people with individuals? A lot of prejudice about people with 
disabilities still exist & also perhaps employers having to pay extra insurances 
depending on disability.  “I do still think there's a lot of prejudice towards people with 
disabilities.” Orange 
 
 Overcome that barrier?: Don’t really think it can be overcome. Yellow 
 
 Challenges faced by managers: When areas are busy they can slow staff down. It’s 




 Day to day issues faced by individuals with an ID? Discrimination and Health and 






Interviewee: And they've kind of been always been with me when they first start on their first day. So, normally what I do then is I go to their carer/support staff and ask them, what is 
like, their disabilities and stuff like that and is there anything that I would need to know as for safety precaution.  
Interviewer: Okay 
Interviewee: so  that maybe someone with  epilepsy, autism, anything like that so I know for myself, like, and then judge by the person themselves on their skills. So I would know if 
someone can’t go on top of heights, or if someone cant’ work in the kitchen so I would know from there on in. So it's and it's mainly just to make sure that they're safe, we’re safe, and 
that everybody can work together.  
Interviewer: Brilliant. So typically, what would this employee or employees that you're speaking about get support from other colleagues within your team.  
Interviewee: Yes, they are told they have to. They have to treat everyone exactly the same. And it would be that obviously not, to not overstepping the line kind of thing, and but yes 
they would be told to treat the  guys exactly the same, speak to the guys exactly like you would speak to anybody else, as that way then they know that they're on the same level as 
everybody else.  
Interviewer: Ok, can you tell me a little bit about what the main support needs are of the employees with mild intellectual disabilities whom you manage.  
Interviewee: And so for some people it was simply things like getting photographs taken of the work and getting the photos printed out on sheets so they remember how to do things. 
Going through everything with them slowly and steadily so that they will see how this goes. So like this goes here and this goes there and something as simple as the guys do condiments 
on our tables which consists of a salt and pepper in the middle, sugars at one side and the sauces other side that nice, so I say to the guys think of a ham sandwich the salt and pepper is 
the ham, and the other two things are the slices of bread. And the guys react well to it. It’s just I grew up with kids that had, my best friend's have kids and  brothers and sisters who 
have disabilities so I kind of was almost brought up in a way that to  treat them exactly as ourselves.  
Interviewer: Okay perfect, so just to move on to barriers and enablers then, what do you feel are the challenges faced by people with disabilities trying to secure employment at the and 
how do you take this barrier or barriers may be overcome.  
Interviewee: I do still think there's a lot of prejudice towards people with disabilities. And people. Some, some people of a certain age group, I still think they are seen and not heard kind 
of an attitude. Maybe people just think that maybe customers won’t like that and that kind of stuff like that, which is completely wrong it's just, they are exactly the same. They just 
need that little bit more help and that's as simple as that. And I do think it is and even employers think they have to pay  extra insurances and stuff like that but I personally don't know 
that side of things, maybe they have to, I suppose maybe if someone has a serious disability that has to be taken into but someone may have Down syndrome, autism, obviously 
different spectrums is going to be different, but again it's just taking time and effort.  
Interviewer: Okay. Okay. And you kind of spoke on maybe people's employers prejudice, and that kind of thing. How do you think like, people can overcome that.  
Interviewee: I really don't think there is a way we really can, because people are just really set on their ways.  I've seen it, Ive witnessing it even with customers sometimes, they are kind 
of like pulling away from, and it's not, its an awful thing to say but I think and I see it here with people working who may have Down Syndrome, it is again about a certain generation of 
people who think like this because you could have a 2 year old sitting there and all they want to do is play and have fun and  the guys will interact with them but you could have an 80 
year old and they don’t like them to bring them over their tea and that they think they will drop it and that sort of thing, but I do think it is an age thing.  
Interviewer: All right. What do you feel are the challenges then faced by managers in supporting an individual affected by a disability. And how do you think that barrier could be 
overcome.  
Interviewee: I suppose if you're in a busy sector, like ourselves like we're very busy and there is days like that I might not be able to give them as much support as I need to  give them 
and it could be because I'm just really really busy. If they have problems with their legs and stuff like that and we're trying to maybe get passed them. And sometimes that can slow us 
down and that’s not saying there is anything wrong with the lads, We're trying to do our mainstream job, and I think maybe that's another thing as well is that the guys are conscious 
that we know that they're there. We kind of forget. Especially me, I forget that some of the guys, as I mentioned, I think ive had maybe 20 to 25 people with me over the last three and a 
half years, and I still meet tem uptown and I still get my hugs and my kisses from everyone that has been here with me. But again, it's just like, I personally, I forget. And its trying to 
bring down that barrier and confidently say, Lyndsey can you move over a little so I can get passed you and that sort of thing. And obviously, saying it politely. And they will turn around 
and say oh sorry ill get out of your way. I think they don’t need to overcome anything I think we need to overcome it, just we have to take it on board. They're just the same but they 
need more help than we would do on certain things but im sure they can teach us things that we wouldnt know.  
Interviewer: Okay. Brilliant. What do you think are the day to day issues an individual with a disability may face whilst working.  
Interviewee: Discrimination.  
Interviewer: Okay.  
Interviewee: That is my way of thinking, discrimination and that is the main thing. I suppose then aswel maybe dealing with the health and safety side of things, like the kitchen is, my 
big thing is that if I know they are going the kitchen I follow or try to go in with them because there is hot surfaces, thigs going on inside there. The floor can be a little wet too. I will try 
to be in the kitchen with them of if I wasn't on, I would say it to another senior person here that would be on.  
Interviewer: What do you feel are the factors that contribute to success for clients with disabilities transitioning into a workplace  








Appendix L: Thematic Mapping - Interviewee 5 
 GC Role = Green 
 Types of Clients they work with and support needs = Blue 
 Most common guidance needs of your clients in relation to employment = Yellow 
 Barriers faced by clients with disabilities = Pink 
 Challenges faced by Guidance Counsellors = Grey 
 Effective career guidance counselling skills = Orange 
 Contributors of success for clients = Moss Green  
 Feedback from Employers = Orange  
 Guidance Counselling support previously? = Yellow 
 Referral Agencies = Green 
 Future Considerations = Grey 
 GC Role going to look like in future = Purple 
 Legislation = Brown 
 
 
Key Themes That Stood Out In This Interview: 
1. Works with Mixed Disabilities 
 
2. Teaches QQI Level 3 & 4, Career Planning lasses, Work Experience Placements 
Organise and Monitor, Clarify what they want to do going forward Work or 
Education, Facilitates Job Club or Study Skills Group.  
 
3. Some people have family supports others don’t, has a support resource teacher to 
help, some need other supports aside from career guidance i.e independent living, 
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hygiene needs, diet, daily routines and the wider things of life, finding out their skills, 
abilities, interests, goes beyond, they put in life skills and cover issues such as family 
issues and support, transport. “It’s more than just seeing the person and the job.” 
 
4.  Similar Career Guidance given: “Some of them come in and they have an idea of 
what they want to do and others will come in and tell you they haven’t a clue. So, you 
do have to kind of have to tease out what they want to do and where they want to go.” 
 
 
5. Additional work included: “and then I would get them to do an awful lot of research 
and meeting people and talking to people before they go out on placement to see what 
it’s about. When they go out on placement I tell them to see if they like it if they come 
back and tell me they didnt like it then that’s fine aswell.” 
 
6. Barriers:  
 
One is resources: “resources doesn't necessarily have to be anything big either. 
Sometimes, we got some support, I need to ensure that they have ongoing support. 
After we secure their job or whether they are going into further education. So we give 
them he support they need in getting what they need. And I'll also try to encourage 
them to be as independent as possible because support, they might get support going 
into an education situation but those going into an employment situation mightn’t so 
you need to try to get them to be as independent as possible.”  
Two is Ignorance from Employers. “sometimes employers are afraid, they don’t 
know.” For employers then, generally I have to say 99% of the time employers are 
fine. Once you go out and talk to the employers and explain to them about the 
individual explain what support they need and what they don't need. Sometimes they 
may underestimate the person and they can see in time the person is then well able 
to do the job and they don't need support at all. So, I find going out to the employers 
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and talking to them is fine, once they know that your in the background they are a bit 
more open but 9 times out of 10, no issues arise to be quite honest with you.” 
 
 
7. Challenges faced by Guidance Counsellors:  
Number One: “Never underestimate your client”  
Number Two: “Going out into the employment market and speaking to employers. “I 
have the opportunities to be out and be with employers and learn from employers 
because if you're in a formal education setting and your disconnected from employers 
and then that's sometimes can be a difficulty there so it's so important that you go out, 
like I always visit all of the students in their employment. I get to know the 
employers, I get to know what’s expected in different jobs that I'm looking after. And, 
and that's something very important. And I know we can’t do that for every 
employment, but being informed by employers is very important. “ 
 
8. Effective GC Skills: “Listening -that’s the most important thing. Encouraging them, 
motivating them, believing in their abilities and having good IT skills. Fostering as 
much independence as possible too.” 
 
9. Factors that contribute to success for clients:  Independent support: “They need to 
have support that they can fall back on if they need it.” 
 
 
10. Feedback from Educational/Employers:  
- Employer Feedback positive, may need support every now and again.  
- Educational transition more support needed, additional resource off their own 
back helps out with transition until Halloween. Colleges think sometimes they are 




11. Would clients have received GC previous to working with them? 
- “Some have some haven’t.” 
- “Some of the special schools don't actually have guidance counsellors. Again It's 
kind of maybe that old fashioned view that ‘god help us shur they won’t move onto 
anything’ which as we say it wrong and that's when you underestimate and, you 
know, it's really coming from a bad place and in some of the secondary schools, some 
of them will get it alright.” 
- GC’s from post primary schools would link with her.  
       12.  Most Common Referral Destinations: 
              - Employability 
              - RebabCare 
              - Waiting List, not a direct Route 
             - Other agencies depending 
       13. Improvements that could be made to current processes to help someone with an 
ID transition into workplace:  
- More educational dedicated supports: “I mean when working as a Guidance Counsellor, 
when you're going into kind of a PLC college, there's limited time with the guidance 
counselor and resource teacher, if there could be more time given to that.” 
- “Too much dependency being put in place with SNA’s. More so,if there was just support 
there, someone that could meet with them on a regular basis and just ask how are you getting 
on, what are the difficulties you are finding, ok then you need to go to this place or that place 
or whatever the case might be.”  
-In employment, again, initial phasing out and in the beginning going in and out on a weekly 
basis and then working towards going once a month and pulling back from it and again 
options so that down the line if an employer is changing work practises or if there are 
changes coming up, if there is some mechanism there so that someone can come in and give a 
hand with that situation.”  
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-“Some employers are more informed than others as to how the process may go some of the 
employers, I have found are quite afraid at times because they are unsure as to what to do.  
 
 
14. GC Role going to look like in the future:  
- “A broader knowledge of the workplace, a broader knowledge of disability 
required.” 
- “The people working in schools aren’t aware of the wider employment market and 
the expectations of employers are not linked in.” 
- “Whole area of disability disclosure.” If you are declaring you need to know what 
the solution is. 
- Legislation has worked for people with disabilities.  
Dialogue from Coding Schedule: 
  
Interviewer: Thanl you for offering to participate in my research, so the first question I have for you is, could you tell me about your role as a career guidance counselor and working with 
individuals with mild intellectual disabilities to support them to transition into either employment or education.  
Interviewee: Yeah, so I work with a mix of students with different disabilities. Okay,  
Interviewer: okay.  
Interviewee: Like my job, I teach QQI level 3 and 4. I do career planning with them and I do work experiences with them which prepares them for work placement 
Interviewer: Okay 
Interviewee: and then I would help them get a work placement and then I would go out and monitor them while they are on work placement. And then, I basically have to clarify what 
they want to do and where they're going, going forward. So, yeah, when they come back from work placement its hard to get a clear picture of what they want to do. Then its the 
decision, are they ready for the workplace route or do they need to do further education of some kind. For further ed then, they either go into a job club with me or they go into a study 
skills group with me in preparation for college.  
Interviewer: could you tell me about the types of clients you work with, and maybe what their means support needs are? 
Interviewee: Oh gosh, we have, I suppose, I deal with a lot of different students, it’s the people with learning disabilities, that’s your specific are your covering is it? 
Interviewer: Yeah, that’s right. 
Interviewee: Ok, am, well some come from well supported families, some don’t.  So, obviously you have the learning difficulty and working with that but I would have a support resource 
teacher in relation to all of that aswell. Then and some of them may have other needs as well in relation to kind of basic things like independent living, hygiene needs, diet, daily routines 
and the wider things of life. And again, I’m doing career planning, I don’t just just like some people, the just go through the specific things like your skills, your abilities, your interests and 
all of that. I go beyond that we put in life skills and cover things like family issues and support, and your transport and how you would get to work and all that sort of thing as well.  
Interviewer: So it's a lot more, you know, work I suppose you know behind, you know, not just about  the person your looking at their social supports social who's around them socially 
aswell and everything else  
Interviewee: Yeah, exactly. Its  a lot more than just seeing the person and the job.  
Interviewer: Okay, perfect. So can you tell me about the most common guidance needs of your clients in relation to employment you kind of mentioned some of them there though, to 
be fair,  
 
 
iInterviewee: Some of them come in and they have an idea of what they want to do and others will come in and tell you they haven’t a clue. So, you do have to kind of have to tease out 
what they want to do and where they want to go and then I would get them to do an awful lot of  research and meeting people and talking to people before they go out on placement 
to see what it’s about. When they go out on placement I tell them to see if they like it if they come back and tel me they dint like it then that’s fine aswell.  
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Interviewer: Okay, because yes, they may have an idea in their head about what and where they want to work, but maybe when they go out into the workplace they find out it mightn’t 
be for them.  
Interviewee: Yeah and the key thing is they don’t realise that some people think that is that happens they have failed, but they haven’t failed. We always say this is a learning situation. 
And you know if they don't feel like they like it then that's fine once they have learned from it.  
Interviewer:  Okay, so just in terms of barriers and enablers, what do you think are the challenges faced by clients with disabilities at the moment, who are either trying to secure further 
education or employment in order to advance in their career and maybe how do you think that this barrier could be overcome? 
Interviewee: Okay, well I think there are two barriers. One is resources and the second is ignorance is an awful word to say, but sometimes employers are afraid, they don’t know. First 
of all, like resources doesn't necessarily have to be anything big either. Sometimes, we got some support, I need to ensure that they have ongoing support. After we secure their job or 
whether they are going into further education. So we give them he support they need in getting what they need. And I'll also try to encourage them to be as independent as possible 
because support, they might get support going into an education situation but those going into an employment situation mightn’t so you need to try to get them to be as independent 
as possible.  For employers then, generally I have to say 99% of the time employers are fine. Once you go out and talk to the employers and explain to them about the individual explain 
what support they need and what they don't need. Sometimes they may underestimate the person and they can see in time the person is then well able to do the job and they don't 
need support at all. So,  I find going out to the employers and talking to them is fine, once they know that your in the background they are a bit more open but 9 times out of 10, no 
issues arise to be quite honest with you.  
Interviewer: Yeah. Okay, fantastic. So, what do you think then are the challenges faced by guidance counselors working in this role and how do you think that barrier could be 
overcome? 
Interviewee: Well I suppose there is a few things, first of all I think the most important thing is never underestimate your client. Because I find sometimes if you do that you realize, no 
sorry, there's a lot more agency there than you think. That's probably the most important thing. The second thing again, is for us, I suppose Im lucky in that I'm not in the formal 
educational setting. So, I have the opportunities to be out and be with employers and learn from employers because if you're in a formal education setting and your disconnected from 
employers and then that's sometimes can be a difficulty there so it's so important that you go out, like I always visit all of the students in their employment. I get to know the employers, 
I get to know what’s expected in different jobs that I'm looking after. And, and that's something very important. And I know we cant do that for evey employment, but being informed 
by employers is very important.  
Interviewer: And how often would you go out to the employers? 
Interviewee: Normally weekly. And then if you have more time,you may out more, but normally once a week. It varies with the employer and it varies with the student.  
Interviewer: In your opinion, what do you think are the most effective career guidance skills that you would frequently use when dealing with your clients? 
Interviewee: I suppose listening. That’s the most important thing. Listen to them, encourage and motivate them. Its very important to motivate them and believe in thir abilities. Now 
again, a lot of resorrces are online now, so habing IT skills and using that to help them aswell is important. Sp yeah a lot of encouragement and motivation, I try again. I’m trying to foster 
independent as much as possible so I try, I mean, obviously sometimes I have to do things. But if I don't do things for them I try and get them to do it for themselves as much as possible.  
Like if they need to make a phone call to an employer or things like that I would go through that with them before they go and do it. So I am trying to get them to be as independent as 
possible, now I am conscious, I only have them for a year, and after the year they're on their own, so they need to develop that independence.  
Interviewer: What do you think are the factors that contribute to success for clients with disabilities transitioning into the workplace? 
Interviewee: Independent support. Again, even when they transition they still need to have support. So that’s important that those are established before they go into the workplace, so 
that they have supports to fall back on if they feel uncertain, or if things get tough for them. And those are actually very, very important. That the support is there afterwards. Like 
sometimes, we officially don’t have an aftercare in place but I would always tell them give me a ring if you’ve a problem. So we find now quite often when they go out on work 
experience and if they do quite well with an employer, then an employer would be willing to take them on and that’s great because they had supporting the workplace and it’s a smooth 
transition then 
Interviewer: Ok, can you tell me a little bit about the feedback you may have received from employers or educational institutions once a client has progressed into an area of their 
choice? 
Interviewee: The feedback is generally quite positive to be quite honest.  
Interviewee: Okay.  
Interviewe: Sometimes when the workplace changes or when there's developments in the workplace, when the workplace dosen’t stay static. So, some of them find that if there is going 
to be changes in work practices or changes in the way the jobs are going to be sometimes they need to be retrained again. The employers will sometimes be able to do that themselves 
and sometimes they might ask for help again, but generally they find that they do well because they tend to like it and when they get in there they tend to appreciate the job. They tend 
to be quite reliable and dependable, employers would find in general that they are actually good workers at the end of the day. Moving onto education, we found we have to give them 
more support. In that, it depends on the employers sometime whether they are small or not, but when you go into an educational setting where they could be, like in Cork now we 
could have a couple of thousand students and they can get a bit lost in that transition unless the supports are actually there.   So what we have done in recent times is our 
instructor in the sports and recreational course that we run, he is very good and would liase with Colaiste Stefan Naofa so once they go into college he meets them for maybe 2 weeks 
initially, and helps to settle them in again, it depends on the college, and some of them do that some colleges might find that your over stepping their own resources, they are usually 
given that support up until Halloween, where we are now we only have about 120/150 students and they are in small groups, you know, so it’s a big transition when they go into a bug 
college with thousands of people. Again, we are doing that off our own backs, its not an official thing if you know what I mean.  
Interviewer: Okay, so just in terms supports, typically would this group of clients have received career guidance counseling from any other support groups before meeting with you? 
Interviewee:  Some have some haven’t. Some of the special schools don't actually have guidance counsellors. Again It's kind of maybe that old fashioned view that ‘god help us shur they 
won’t move onto anything’ which as we say it wrong and that's when you underestimate and, you know, it's really coming from a bad place and in some of the secondary schools, some 
of them will get it alright.  I now would because I am on the career options committee here in cork so I would link in with a lot of guidance counsellors so a lot of them would come up to 
me and say look I have this person would you meet with them for me. So they would be referred from the schools.  
Interviewer: Do you sometimes refer clients to other services and what are the most common referral destinations? 
Interviewee: Am, yes, we would. Like to Employability would be one avenue if they are going towards employment, if we find that a student is not going to make it in the workplace,I am 
just thinking of someone we have at the moment in particular and he is actually going towards RehabCare. So sometimes, you know, it could be supported employment. So, again we 
within our own services, we find extended enterprises where they could fit within and we would send them there, we have the RehabCare route and then other support agencies that 
we would choose to have depending. We wouldn't leave anybody hanging. I suppose aswell places are limited and it can be  hard to get them in, we have someone on the waiting list for 
a particular service , you know, it's going to take two months. So, sometimes it can take a while, it's not a direct route. Sometimes there are gaps in between, you know, so then you 
have to start to working with them in relation to managing the gaps, so what are you going to do in the meantime because you don't want the momentum that you have been working 
on for the client to go, so you have to work with them in relation to that 
Interviewer: Okay, so for future considerations in your opinion, what improvements could be made to the current processes that are in place to help a client with an intellectual 
disability transition into a workplace or further education? 
Interviewee: Again, from the education side of things we definitely need more supports. Dedicated support. And again, somebody who would work with them, I mean when working as 
a Guidance Counsellor, when you're going into kind of a PLC college, there's limited time with the guidance counselor and resource teacher, if there could be more time given to that. 
Now not advocating towards a special needs assistant because I think that needs to be pulled away from, because again, there's too much dependency being put in place there. But if 
there was just support there, someone that could meet with them on a regular basis and just ask how are you getting on, what are the difficulties you are finding, ok then you need to 
go to this place or that place or whatever the case might be , so definitely more work has to go in there. In employment, again, initial phasing out and in the beginning going in and out 
on a weekly basis and then working towards going once a month and pulling back from it and again options so that down the line if an employer is changing work practises or if there are 
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changes coming up, if there is some mechanism there so that someone can come in and give a hand with that situation. I suppose aswell, some employers are more informed than 
others as to how the process may go some of the employers, I have found are quite afraid at times because they are unsure as to what to do.  
Interviewer: In your opinion then, what is the role of a career guidance counselor who specializes in working with clients affected by mild intellectual disabilities going to look like in the 
future? 
Interviewee: Yeah, like, well guidance counsellors who work in a school are actually the same but in our situation like you do need a brother knowledge of the workplace, a broader 
knowledge of  of disability. I mean, sometimes intellectual disabilities come with other disabilities aswell. So you need a broader knowledge of all of that an understanding of all of that. 
And I would say a broader knowledge. Sometimes I feel and I’m not damming my own profession here, but sometimes I feel the people working in schools arent aware of the wider 
employment market and the expectations of employers are not linked in and I know I am repeating myself in relation to that. So that broader knowledge is is quite important, that is 
something that's built up over time. The schools are the same to a large extent. The other are that I didn’t go into actually is the whole area of disability disclosure.  And that is 
something again, which you prefer for the clients to do it themselves. We actually do I lot of work with our guys on this. We work on how the do it, its more important than what they 
say. Again, it’s about the understanding of the job and the requirements of the job and then looking at can I do the job or do I need assistance if you don't need any assistance then its 
up to yourself whether you want to declare or not if the person is comfortable. But if you need assistance or accommodation, then you have to declare. But if you are declaring you 
need to know what the solution is. I have a lady now, who dosent have an intellectual disability, she has a visual impairment, but she told her employer exactly what the difficulty was 
and all the needed was Google talkback on the computer. So the employer just said that’s fine and I liked her with the assistive technology guy in UCC, and he came in and gave a hand 
to set it up for her. And that client said it worked out really well for her that her disability was now out in the open and she said she probably wouldn’t have done that before she had 
met me. So she said that that was a much easier transition for her into the workplace. So I think its all about information giving, support and back-up.  
Interviewer:  Yeah. So, we've come to conclusion for an interview. Is there anything more you would like to add or do you have any questions for me?  
Interviewee: I don’t think so, I’ve been in the area for so long at this stage.  Are you getting similar feedback or is there  any suprising? 
Interviewer: No, everything kind of seems to proceed pretty similar across the board, you know like, I've done interviews from the supervisors perspective and the employers 
perspectives and the career guidance perspectives, like yourself. And it just seems to be like, obviously I had the employers tell you about their good and bad experiences, I suppose, 
through their bad experiences they tell you what has helped and how that barrier can be overcome in the future.  It’s just kind of nice to hear from all of the three perspectives and their 
point of view but nothing has came up so far that has surprised me. The employer and supervisors general feedback has been that it has been a very positive experience for them, there 
are days where they will have their ups and downs like us all. They don’t treat them any differently than others.  
 Interviewee: I suppose aswell to mention, the legislation since I started is all quite new.  Employers were very assertful and didn’t understand it. You can give out about legislation but in 
a way I think it brought up the whole debate around employing people with disabilities and it has as rapidly improved over the years as a result. Yeah, the mental health one is probably 
still a bit of an issue at the moment but still improving. And I suppose, we have gotten to realise these people aren’t that different at all. And when you see the guys in a couple of years 
down the line and they are in their job are they’ve gotten an apartment and that kind of thing, you think, ‘oh my god’ all that work was well worthwhile. 
Interviewer: Great, thanks so much for participating. 
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